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1. [bookmark: _Toc101105979]Introduction

Many organizations are persuading flexible working hours in UK (de Menezes and Kelliher, 2011). However flexible working is considered as non-standard. Standard working is referred as work on contractual and terms and on permanent basis, working 30-48 hrs a week and working according employers’ criteria. Flexible working arrangements are considered to have positive impact on diversity in organization while absence of this practice tend to have negative impact on workforce (Michielsens, Bingham and Clarke, 2013). Diversity is created in organization when they hire people from different ethnicities, race, religion and socio-economic background and Inclusion is promoted when difference among employees are appreciated in organization (Mehra, Guest Editor, 2018). 
 A diverse workforce is one which gives organization competitive advantage in market and contributes in organizations success and to manage employees at workplace and take care of their wellbeing is responsibility of Human Resource Manager (HR) (Moore, 1975). In some workplace due to negative attitude of managers and lack of knowledge regarding flexible working, they think that it is beneficial only for parents well its true that it is beneficial for parents to have a balance in their work and life. In this report we will discuss flexible working hours in two perspectives one in positive in promoting diversity and inclusion and second in negative in addressing concerns regarding inequality at workplace despite these two perspectives we will discuss role of HR manager in both scenarios. 

2. [bookmark: _Toc101105980]Positive aspects of flexible working in relation to diversity and inclusion at workplace

 Due to Covid-19 has made people more comfortable by working from home and this has given rise to long term flexible working. Flexible hours or arrangement are considered as effective way to support diversity and inclusion at workplace. According to (CIPD, 2021) idea of flexible working hours helps individuals to maintain a work life balance rests on two social theories. First is Resource Theory, which explains conflict between work and life occurs when work hours drain necessary components needed to fulfil demands of home. Life of work and home demands energy, concentration and time and in absence of these there will be conflict which will be unpleasant for anybody. Flexible working hours or arrangements allow corporate individuals to create a good balance between their personal lives and work life by providing them opportunity to work remotely, or work from home or alternate ways of work etc. Then after this FWH were considered beneficial for diversity at workplace because it was beneficial more beneficial for parents. 

Second is Social Exchange Theory, this theory suggests that when people are awarded with something beneficial for them they tend to return favour given to them by usual means. It can be explained as employees who are given flexible working hours, or work from home opportunity may develop a sense of stronger commitment with their organization and work harder for goals and aims of organization. 
Flexible working has emphasis on factors which are relevant to diversity and inclusion, according to (O’Neill et al., 2021) FWH helps individuals to adjust work life balance which lead to non-conflict situations. Further author explained that difference made by allowing flexibility was small because it depends on type of flexibility offered. For example, flexibility of time lead to such positive outcome like adjustment of work life balance while flexibility of location does not offer this. 
According to (Fenton, 2020) FWH has a small positive effect on satisfaction of job, but this usually decrease over time. Women shows 56% more job satisfaction then men when offered flexible working hours. This shows that organizational behaviour of being flexible for family-oriented employees has an effect on their job attitudes. 
[bookmark: _Toc101105981]2.1 Role of HR in promoting diversity and inclusion through flexible working hours
To successfully implement flexible working hours in organization, interest of company, manager and employee must be aligned. Relationship of line manager and employee are key factors in promoting diversity and inclusion through flexible working hours. 
· Gender Pay Gap Issue: There is 18.4% of GPG in UK and 89% of these are women. Because women take maternity leaves or gap from their work to look after their child about 2 million women in UK has lost their job. HR managers should provide working women flexible working so they can maintain work life balance (Smith, 2017).  
· Flexible Working laws of UK: HR managers should train their employees regarding flexible working laws of UK. According to (Gov.uk, 2012) UK residents can demand flexible working hours after doing 26 weeks of employment for the company as well companies who wants to gain competitive advantage should also train their line managers regarding laws and legislations which are rights of employees working in company.   
· Performance on basis of KPI’s: HR managers should ensure growing opportunities to everyone based on their performance and reviews. People working with flexibility often argue that they don’t get same growth opportunity like other people who are working in office, however stats show that people with flexibility are better in performance than others. In order to counter this issue HR managers should monitor performance based on KPI’s and targets achieved (Orpen, 1981). 
· Employ Diversity Friendly Policies: Policies regarding recruitment in light of diversity and inclusion will attract good employees which will work long term with organization and they will be aware of the fact they have chance to succeed and grow. Other policies like strict on-site hours might allow talented individuals to leave their position in company. In order to eliminate this issue HR managers must allow flexibility at workplace especially for mothers with children (Kunze, Boehm and Bruch, 2013). 
· Empower and Train Employees: HR managers should conduct weekly seminars on diversity and inclusion at workplace. A message should be conveyed to employees that how not following diversity and inclusion practice can prove fatal to organizations and mental health of employees. In this way employees will recognize efforts being made by organization to promote diverse voices in business policies and they will have sense of likelihood among themselves after attending such seminars or workshops.  
A silo mentality barrier is breached when people from different ethnicities race or gender work together and their knowledge is enhanced by working with people from different backgrounds. These practices at workplace enhances cognitive thinking and problem-solving ability of employees and thus evolving their mental strength and reduction in failure of business, at the end its not the employees who gets fruit from these practices but also organization. There are other factors also like succession planning and leadership development programs which are also in interest of HR practices and can have positive effect on promoting diversity and inclusion at workplace (O’Connor, 2021). 






3. [bookmark: _Toc101105982]Flexible Working in relation to inequality at workplace 

Flexible Working and Gender Inequality
(Chung et al., 2021) in their study of gender inequality and flexible working in UK. Author collected data by survey of dual earning parents. Results confirmed that in many households where both parents are earning, mothers argued that they are doing more in terms of job, housework and child care. During pandemic where fathers are having flexible hours and doing work from home argues that they have to do more than their wives because they have to give time to their job, their home and even they have to do childcare. Fact is women were allowed more working hours than men during pandemic because 62% during survey said women are working from home and 52% of respondents said men are working from home during pandemic. However, before pandemic case was different 47% of all working individuals in UK were working from home and 82% were men. Findings revealed that during pandemic employers has given priority to women to work from home rather than men. Author argued about two issues first one is “Flexibility Stigma” which is negative perception towards individuals working from home for family purposes, 2nd is “Femininity Stigma”, If men allowed flexible working for care purposes they will deviate from their image of sole bread earner and ideal worker in family. 
Author further recommended that this type of inequality did exist but before pandemic and only 9% of respondents felt that way and this usually was because employers were unaware of the consequences of this act. Appropriate training is not given to employers to maintain gender equality and in order to cope with this issue we all must have to change our corporate style. 

Flexible Working and Income Inequality

(Bonacini, Gallo and Scicchitano, 2020) in their study of work from home and income inequality in context of Covid-19 using regression method author explains about distribution of income among labour community in Europe, Italy. Author conducted two surveys in which they gather statistics results regarding inequality in income distribution. [image: ]
Figure 1 Sample of Annual income labour (Bonacini, Gallo and Scicchitano, 2020)
In this sample mostly are males with age between 30-50 and mostly married. Table above shows that employees who have high ratio of working from home has high average income than those who work on site. Employee if it is male older, married and live northern areas of country will receive higher wage than those who live in small house with other family members. Higher value of Gini index explains greater level of inequality with small exceptions. Many low-income employees are those who has lower secondary education and live in south side. If we differentiate on basis of sectors 13 out 21 sectors employee receives good ransom like finance insurances, IT etc. On the contrary employee with working sector hotel, restaurants etc receive low income even they work from home. 
[image: ]
Figure 2 Effects of positive shift in WFH feasibility (Bonacini, Gallo and Scicchitano, 2020)
Table highlights that increase in WFH feasibility level would increase inequality labour income distribution. Author swap 10% of employees from low WFH to high WFH and RIF regression model witnessed increase of 259 € income which means increase in 0.004 in Gini index. Moreover, increase shift in WFH feasibility means there will be increase in income of female, older and graduated employees. This shows gender wage gap among employees with low WFH feasibility and confirms inequality at work place due to work from home feasibility. 
Author concluded that this research will prove fruitful for policy makers of developed countries because after Covid-19, due to inflation and rise in prices of everything there must be equal distribution or raise in annual income of employees. Hence author research confirmed that this wage inequality does exist and sad thing about this is happening in one of developed countries of world.  
[bookmark: _Toc101105983]3.1 Role of HR in addressing concerns of Inequality from flexible working
According to employment Act 2010 (gov.uk,2020) it is the right of every employee to ask for flexible working hours however it is not necessary for employer to grant you this request, if he or she has solid business reasons. 
· Disrupt home/work balance: When you are working from home sometimes it is not possible to maintain work life balance because you are going to have the mentality to get things done later and being in home means there is always going to be distractions which will affect your performance. 
· Low Wage Competition: In an organization with flexible working environment first issue will be wage competition among employees. Stats show that people working from office on temporary basis and people working from home on permanent basis has wage difference of almost 60% in UK and 45% in Sweden (WEISSTANNER, 2020). So, no company can make progress towards its goals where there is huge wage difference among employees enjoying flexible benefits and those who are on site working. Regardless of experience of permanent employees then both must be allowed flexible working or both must work on site at office. 
· Job Replacement Risk: Job replacement risk is high among employees with different skill sets and working flexibly in organizations. Literature confirms that low skill workers are more at risk of job replacement because they do tasks which requires little effort and training from organization. On the contrary to high skilled workers they are easily replaced because of their time and usage in firms that is why they have low job replacement risks and are considered more secure. It can be debatable that low skilled workers are those who become high workers after spending an appropriate time in firm but in meantime if they don’t get opportunity to work in a firm for an appropriate period of time that is considered inequality (Aiyar and Ebeke, 2019). 
· Career Progression Risk: According to Guardian, women were noticing that their work is not appreciated and sometimes they feel that their efforts are going in vain (The Guardian, 2021). Women do flexible working more than men because they have to look after their children and do their work as well. Research also tells that women with caring responsibilities were at most risks of losing jobs or missing career opportunities. 
Employers also thinks that doing work from home means they are not part of the team and hence remote employees lose job more often. This attitude gives rise to discrimination among employees and ultimately progress of company is affected by it. Further issues like flexibility leads to less productivity, more procrastination, less trust among employee and employer relationship, not able to monitor progress of employee are genuine and they actually happened. 




4. [bookmark: _Toc101105984]Conclusion
This report aims to clarify positive and negative aspects of flexible working arrangement at workplace. In order to do so we have given insight from literature articles regarding positive traits of flexible working and their effect on diversity and inclusion as well as HR’s role in promotion of diversity and inclusion. On the contrary we have presented through literature negative aspects of flexible working and how to give rise to inequality and role of HR’s in it. 
Finally, after analysing above literature it is confirmed that positive traits of flexible working for men and women overcome negative aspects of it. People working in flexible working arrangements or work from home are happy that their organization is supportive and exhibit good performance results as well. Negative traits were said to give inequalities and are only experienced in very few cases and causes were rigid policies of company or bad attitude of employer. In order to promote diversity and inclusion HR must develop flexible working policies must be developed in consideration with aims and goals of company so that employee must work for company with dedication. Flexible working is not only work from home but it is something valuable for people who have responsibilities other than work. 
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