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[bookmark: _Toc100120965]1. Introduction
Traditionally employees have been working in different office settings. These traditional cases have required the participation of employees in office on a daily basis. The traditional working method has been helpful for the management of any organisation to track the improvement of the employee goal attainment and assess their performance from time to time. But most recently the situation has changed. Flexible working arrangement has been a matter of interest to many researchers. For that, researchers started assessing the viability of flexible working arrangement from organizational perspective. By time, the argument on flexible working arrangements has identified some positive and negative impacts. Again, organisations from any industry are nowadays concerned about adopting a workplace system where diversity and inclusion is being preferred. Practising diversity and inclusion in an organisation has been a matter of organizational wellbeing in recent years. But the rise of work from home culture during the global outbreak of COVID-19 has created some doubt among managements of any organisation. Human resources management professionals are getting both positive and negative vibes in terms of adopting flexible working arrangements as well as diversity and inclusion in  a flexible working arrangement.
[bookmark: _Toc100120966]1.1. Report Title
The title of the report is “Assessing the impacts of flexible working arrangement in both the settings where diversity and inclusion is preferred and where inequality is practiced and finding out the roles of human resources professionals in both backgrounds”. 
[bookmark: _Toc100120967]1.2. Objectives of the report
This report aims at establishing a case in favour of flexible working arrangements in relation to diversity and inclusion. The report will also add a case against flexible working arrangements in relation to inequality that can be faced at work. Besides, the roles of human resources in promoting diversity and inclusion as well as in reducing inequality at work will be discussed. The cases will help the management to make decision whether flexible working arrangements should be considered or not and what more can be considered for the enhanced efficiency of the human resources management professionals.
[bookmark: _Toc100120968]1.3. Background of the report
A very recent study from ACAS has revealed the post COVID-19 trends in employees of modern businesses. The samples of the survey of this specific study was the working population of Great Britain (Hobbs, 2021). According to the study, in the middle of 2021, half of the employers were expecting a rise in number of people’s demand for flexible forms of working after post pandemic start. According to the report of YouGov, 55% of the employers were expecting an increase in an working arrangement where employees would be required to work from home part of the week and 49% of the employers expected an increase in an working arrangement where working from home would be continuous all week long.
After joining as a Human Resources Manager in a renowned retail organisation in the UK, I have been assigned to generate a report which will help the organisation to make decision if the organisation will consider flexible working environment or not (Kaur and Arora, 2020). As diversity and inclusion is being practiced, I have to generate a case that is in favour of flexible working arrangement with a consideration on the practice of diversity and inclusion (Hobbs, 2021). Besides, a case against flexible working arrangement with a consideration of inequality in the workplace should be generated. The purpose of generating this report is to support the organisation to make decision. The report will be illustrated by considering reliable secondary sources such as: peer reviewed journals, reports, survey results etc.


[bookmark: _Toc100120969]2. Discussion in favor of adopting flexible working arrangement
This section of the report will depict related information in favour of flexible working arrangements. Besides a case will be established in favour of flexible working arrangement in relation to diversity and inclusion and the roles of HR professionals will be discussed.
[bookmark: _Toc100120970]2.1. Flexible Working arrangements
Different researches have been done on flexible working arrangement. In terms of discussing the situation, the first thing that needs to be defined is flexibility. According to Grote and Raeder (2009), flexibility is a perception of the employees as well as organisation’s management. The research also mentioned convenient working period, changes made in business operations, technological advancements, increasing competitions etc. are the factors that cause and inspire flexible working method. The drastically changed labour market because of the information and communication technology and networking sites has caused the businesses adapting flexible working arrangements (Bagga, Goyal, & Bansal, 2016). According to Singh, Vishnoi and Bagga (2018), flexible working arrangement comes with various positive impacts such as available time for further employee development, an improved employee-employer relationship, scope of work-life balance etc. (Altaf, Vishnoi and Jain, 2020). The adaptation of flexible working environment lets an organisation improve its process when the satisfaction of employees can be attained too.
[bookmark: _Toc100120971]2.2. Diversity and Inclusion
Over the last few decades, organisations from different industries regardless of the size (be it small, medium or large) has been adapting diversity and inclusion within organisations and this practice has already acquired a core position in organizational charters (Kaur and Arora, 2020).
According to Urwin Et al. (2013), the term diversity refers to a wide variety of differences that can be seen and felt among people. The research mentioned different types of diversity. According to Urwin et al., diversity can be seen or felt at surface-level which means demographic differences as well as deep level which means dissimilarities in beliefs and attitudes, knowledge, skills and personalities. In a report published by Government Equalities Office, UK (2013), different categories of diversity has been depicted from Mannix and Neale (2005) that include social category differences, knowledge and skills related differences, personality differences, values and beliefs related differences, organizational status differences and differences in social and network ties (Department for Business Innovation & Skills, 2013).
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Graph 1: Categories and types of diversity (Department for Business Innovation & Skills, 2013) 


Diversity and inclusion are often mistaken as same concept. Though the terms are being used interchangeably from time to time, both the terms have huge difference in meaning. Diversity involves every natural uniqueness among people. But the term inclusion can be defined as the strategy of organisations to better utilize all the differences available among workforce for ensuring better employee engagement and achieving organisational growth (Employers Network for Equality & Inclusion, 2019). According to Stevens, Plaut, & Sanchez-Burks (2008), in the presence of diversity, inclusion helps organisations to explore more positive human potentials of the employees and create growth opportunities. 
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Graph 2: Interrelationship between diversity and conclusion (Source: Rohwerder, 2017)


[bookmark: _Toc100120972]2.3. Impacts of practicing diversity and inclusion in organizational growth
Different researchers have tried to assess the impact of practicing and adapting diversity and inclusion in organizational contexts. A list of researches conducted from 2009 to 2019 on various impacts of adapting gender-based diversity and inclusion has been adapted from Kaur and Arora (2020) in this report to develop understanding how organizational growth is being ensured through the adaptation of diversity and conclusion.
Graph 3: Impacts of adapting Gender-based diversity and inclusion according to different researches 
(Source: Kaur and Arora, 2020)
Furthermore, researchers have also found that the adaption of diversity and inclusion help businesses that have flexible working arrangements to attract more talents, to create a well valued corporate image. Besides, the practices of diversity and inclusion in flexible working method have created more rooms to explore creativity and innovation for businesses (Jonsen et al., 2019).
[bookmark: _Toc100120973]2.4. Cases in favour of adopting flexible working arrangements that support diversity and inclusion
According  to CIPD’s report (2018) titled as “Flexible Working: The Business case”, the following business cases related to flexible working arrangements have been noticed on 2018:
· 87% people were interested in working with flexibility (Hobbs, 2021). So, job descriptions that do not offer flexibility may cut the chance of attracting potential talents regardless the diversity they belong to. The report also suggested that 92% of the future workforce would prefer flexible working arrangement.
· Flexible working arrangement help businesses to ensure better employee engagement i.e. inclusion (Kaur and Arora, 2020). According to the report, flexibility in workplaces helps to generate 43% more revenue and improve employee performance by 20%,
· Inclusion in workplace caused by flexible working arrangements help businesses to reduce staff turnover rate by 87%,
· According to McKinsey, improved diversity in a flexible working arrangement would add £150 billion every year in the economy of the UK by 2025 (McKinsey, 2017)



[bookmark: _Toc100120974]2.5. The role of Human Resources management in promoting diversity and inclusion through flexible working
After the discussion documented with evidence above in favour of flexible working arrangements with a relation to diversity and inclusion, it is understandable that human resources management of any organisation has a lot to do to promote diversity and inclusion through flexible working. The roles that should be played by human resources professionals are as mentioned (adapted from Oswal, 2019) below:
· Considering a fair recruitment process: Diversity is being ensured through recruitment. The recruitment of organisation should be fair so that efficient candidates can be picked regardless the diversity they have.
· Circulating well defined job description: A well defined job description can attract talents from different backgrounds (Hobbs, 2021). Besides, job descriptions help people to understand if the company or the organisation would provide them with expected scopes of learning and working or not.
· Arranging training and development programs: After the recruitment of diverse groups, training and development programs should be arranged to ensure inclusion of all the diverse groups and to work together towards the goals.
· Inclusive organizational structure: From top-level management to the lower level employees, an inclusive organisational structure should be well maintained.
· Ensuring expected support systems for different groups: Diversity can be ensured easily by considering small changes in the recruitment process. But ensuring inclusion is not easy. An organisation should ensure support systems for diverse groups so that they feel welcomed and work with dignity.


[bookmark: _Toc100120975]3. Discussion against adopting Flexible working arrangement: From the perspective of Inequality
The detailed discussion on different variables of the report title in section 2 has already mentioned some key variables of section 3, such as flexible working arrangement, its impact etc. But some facts that have not been discovered yet. With flexible working arrangements, different positive impacts can be noticed in organisations growth trends. But sometimes inequality can also be seen. Workplace inequality can be defined the tendency of differences in treatment for diverse groups that work in same workplace. The inequality can be seen because of having surface level or deep level differences. Sometimes the inequalities are unintentional, on the other hand intentional inequalities can be seen at workplaces too. According to a report published by the UK Parliament, flexible working arrangements might have scopes of increased productivity and wellbeing, but the benefits could not be distributed among people equally which might create or increase existing inequalities (Hobbs, 2021). According to experts, labour market of the UK has been facing inequalities related to gender, age, socio-economic status, ethnicity, geography and education (Blundell et al., 2020).
[bookmark: _Toc100120976]3.1. Case of intentional and unintentional inequalities in flexible working arrangements
Inequalities have always been one of the most debated variables in terms of working arrangement. During pandemic and after post-pandemic situations, the popularity of flexible working arrangements has increased. In flexible working arrangements, different types of inequalities have been noticed. As mentioned before inequalities are sometimes intentional, sometimes intentional. Speaking of intentional inequalities, Gender Pay Gap (GPG), gaps in average weekly income of single male and single male pensioners, hours of unpaid domestic work and care, less presence of women in managerial positions etc. can be mentioned highly. 
On the other hand, different unintentional inequalities are being faced by people because of differences in gender, age, beliefs, attitudes, knowledge, skills, educational and social background etc. For example because of the existing demographic differences, the population of some areas of the UK enjoys better flexibility in terms of working arrangements than others. These types of inequalities are unintentional but playing major role in determining what kinds of job flexibilities the population of a certain area will experience or not. For reference, South East England can be mentioned. The population of this region is enjoying the best working options. In this list, East England is the second best. On the other hand, the population of the Yorkshire and Humber do not have the luck of choosing options. Rather the population of these areas have least flexibility in the UK in choosing their roles. The full ranking list published by CIPD on July, 2021 is illustrated below:
	Overall rank
	Region
	Rank – flexibility over when
	Rank – flexibility over where
	Rank – informal flexibility

	1
	South East England
	7
	2
	6

	2
	East of England
	6
	3
	2

	3
	Northern Ireland
	4
	5
	1

	4
	London
	11
	1
	9

	5
	Scotland
	8
	4
	7

	6
	North East England
	1
	12
	4

	7
	North West England
	5
	7
	8

	8
	South West England
	3
	8
	10

	9
	West Midlands
	10
	6
	5

	10
	Wales
	2
	11
	11

	11
	East Midlands
	9
	10
	3

	12
	Yorkshire and Humber
	12
	9
	12





[bookmark: _Toc100120977]3.2. The role of Human Resources management in reducing inequalities
To ensure fairness in the working arrangements, employers as well as HR professionals should consider the situations and solutions should be made creatively. For example: Some of the workforce are always required to be present physically in the workstation. For these types of employees, flexibility should be considered differently than the type of flexibility for the ones who can enjoy remote working environment (Cheese, 2021).
The feeling of being deprived may cause downfall in the performance index of the employees, this is why for different types of employees, different support systems should be available (Kaur and Arora, 2020). HR Professionals have to find out a wide variety of flexible options so that inequalities can be eradicated, people from all the diversities feel welcomed, inclusion can be fast-paced.


[bookmark: _Toc100120978]4. Conclusion
After all the discussion and data driven insights, it can be concluded that diversity and inclusion in a flexible working arrangement is going to be more popular in this post-pandemic fact. With every improvement, some challenges will also come. Inequalities have been a significant drawback in the business organisations. Because of inequalities, sometimes inclusion process in an organisation gets hampered. Data provided in the report shows that the demand among employers as well as employees for flexible working arrangements is currently increasing and getting popularity day after day. To ensure organisational growth, the implications of flexibility along with diversity and inclusion  should be adopted. To enhance the chances of inclusion of every diversity in organisational process, inequalities should be eradicated. The existing and suggested roles of Human Resources professionals in promoting diversity and inclusion and in reducing inequalities will play vital roles in adopting flexible working arrangements in every organisation.
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