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[bookmark: _x61gcfxwuisr]Introduction 
Flexibility in the working hours refers to the programme which allows the employees to start and finish the work whenever they want. There is no fixed time of the work for the employees. A flexible working hour gives employees more time off, helps them balance work-life relations and also helps them to manage their work in the quiet times. The employers also get some benefits from it. A survey by the Acas has found that the employees in the Britain are demanding for flexible working hours. Flexible working hours helps the employees and the business in many ways. Flexible working hours has become a necessity for some jobs and business. The employees are looking for a job which has flexible work hours. Flexible working hours have different types such as work from home, split shift, job sharing and many more. These help the employees to manage their work and life in a better way and the employers are get some key benefits. The flexible working hours have some benefits and some concerns. 
[bookmark: _vfopojz6f95f]Importance of Flexible Working Hours in Relation to Diversity and Inclusion
Flexible working hours enable the employees to work from their homes. The diversity in the workplace makes the business more successful. The flexible working hours programme helps the company to hire talents from any places. The flexible working hour makes the existing employees working experience. The flexible timing of the work helps the employers  to hire the best talents from any part of the world. The companies who have flexibility in working time attracts more employees. For a retail company it is important to give the employees a flexible time schedule which is a flexible work arrangement type(Ewald,  Gilbert, and Huppatz, 2020. ). This will help the employees to come and leave from the work at their own time. The employees have to fulfill the weekly criteria of the work time. The split shifts are also a important tool for the flexible working schedule. This method provides the employees to split their shifts. Instead of a complete 8 hours shift the employees can split it into two shifts. These practices can help the employees to do better works. The diversity in the workplace helps the company to do better. The diversity attracts more talented people in the business. The inclusion in the business provides the employees with equal opportunities. The inclusion in the workplace is about respecting and understanding every employees. Everybody in the company should be respected and the opinions of everybody should be heard (Chung,  and Van der Lippe, 2020). It is all about making an environment where everyone should feel respected and accepted. Flexible working can help the businesses in this process. The flexible working is very important when it comes to making the employees feel included. The  inclusion of the employees in the company is very needed as it can improve the performance of the company. The  employees are demanding flexible working schedule. In order to make the employees feel welcome and accepted the flexible work schedule is neded.The emplonyees from the different backgrounds can join and if the employees feel welcomed then they can provide better results. The floexible working schedule gives the employees better work-life balance which can improve the productivity of the employees. The flexible work time can help to improve the health and health of the employees(Peprah, Agyemang, and Damoah, 2020). The employees will deal with less stress and they will provide better results. The result of flexible working hours can help the employees with the better physical and mental health. This can improve the productivity of the employees. The employees who are provided with the flexible work hour tend to be more productive. The employees can give better work engagement they can favour the company in many ways. The flexible working hours can make the employees to do better works. The employees from the diverse background can feel more comfortable and they can be more productive.  Flexible working hours can make the business more employee friendly. The company can get huge benefits in terms of diversity and inclusion. The inclusion and diversity make the company more profitable the company can get more customers(Marx, Reimann,and Diewald,2021. ). The diverse culture and inclusion will make the company more likable. The inclusion and diverse culture will attract more employees.

[bookmark: _xxd185i6z1zs]Role of Human Resources in Promoting diversity and inclusion through flexible working
The human resource management prompts diversity and inclusion through flexible working. The diversity helps a company to grow further and it attracts talents from the various locations. The diversity helps the company to find new talent and trends. The diversity and inclusion can help the company to grow further and it can be helpful for the employees to be more comfortable at the workplace. The Hr of a company have to promote diverse culture in the company(Chung, and Van der Horst, 2020.). The Hr have to creat an environment where the employees can feel more comfortable and they can have the opportunity to learn and grow. There are few ways in which the Hr can promote diversity and inclusion in the workplace. One of the ways the Hr have is flexible working. 

· The flexible work time and schedule can help the employees to set up their new schedules. The flexible schedule can help the employees tyo come and go at work at any time. This helps them to be more productive at the work.
· Job sharing and split shifts can promote inclusiveness in the work. The employees who want to share their jobs to do other jobs and who are looking to serve in the split shifts can do the work. If the managers can hear their needs they will feel more engaged. The employees if they have this advantage they can progress in the career path and can balance their personal life. This will get better employee engagement. 
· The companies that promote inclusion and diversity supports the communication. If the goals of the company is communicated with the employees of every community, color, age they will feel connected then they will provide better results. The employees will feel more comfortable and trusted and the employees from different backgrounds can feel less discriminated(Lott, 2020). 
· The companies can make learning and development oppertunities for the employees. This will help the employees from diverse background to nurture theire skills better. The employees can improve and learn their skills.This learning programmes can help the company to retain more employees and it can help the companies to promote diverse and inclusive culture. 
· The diversity in the workplace means that there are many people from many cultures. This environment can attract more peoples. The peoples here can feel more connected. 
· The Hr of the company can clearly mention that the company promotes diverse culture in their websites and social media handles (Bbc. 2022). 
· The hr can focus to hire the people on talent basis so that they can promote the diverse culture. The inclusiveness of the employees is also important the Hr can arrange meetings to here the employees in this way the employees can feel more connected and more comfortable. 
The diverse culture in the company is very important as it promots talent. The company can achieve more if they have more skilled employees(Vargas-Llave et al 2020.). The diverse culture supports talent base employee hire not location based. The diverse culture also supports harmony and equality. The companies who support this and also supports inclusion. Inclusion in the company helps in better employee engagement. If the employees in the company feel comfortable and welcomed they will be more productive and they will provide better results. 

[bookmark: _tlwsxhy7pxur]Flexible Working in Relation to Inequality at Work
While flexible working gives the liberty to the workers to work as per their will and comfort, there are certain other factors that are being drawn by this new normal work form. One of them is gender biases in the work field, that has brought inequality in the work field. 
Some biased aspects generated from this type of work form are:
Inequality based on Gender Expectations
It has been observed that the perception and expectation towards female and male employees have been changed in work places. Women are mostly imagined to get extra time for investing in their household, while men are thought to be putting extra hours in their professional hours.
Inequality based on Salary
Based on the above conception, there have been many companies that have been offering extra salaries to their male employees for the same task that has been also done by the female employees.  Also, there has been different salaries for people who have been remotely working half of the week and for those working that way for the entire week (Shrm, 2021). There have been pay cuts based on the working schedule, however, the input has been the same in both the situations. 
Inequality based on Work Assignments
Flexible working has given a sense that women, especially the new mothers, are thought to be putting less time or mostly engaged with household chores if they are not working from the office. This sort of mentality has made a perception that it is better to assign them with less work. Hence, gives the liberty to the corporates to lessen their pay cuts. Lesser work gives lesser scope of growth for female employees. This also creates an indifferent attitude towards women and they are not trusted with equal responsibilities farther in future as their male colleagues and are also treated indifferently sometimes.
Inequality based on Decision Making
· It is understood that physical appearance has some sort of value and gives a visual satisfaction that is more trustworthy. But for places where employees aren't able to reach their offices and couldn’t make physical presence are taken less seriously.
· Most of the time, it is also seen that people who are not physically present during a meeting or any decision making conference, are given less preference. Even if their ideas are more effective or they send it earlier than others, their statements are not taken under consideration unless they are present there.  
· Sometimes employees with lesser attendance are also kept segregated intentionally while asked for opinions. Also, it gets tougher for them to make a fair decision with less information, which creates a sense of inequality in employee’s potential as well.
Inequality based on Promotion
Most of the time people who have put in the optimum effort even after working from somewhere else are considered to be working less because they failed to show up physically. This misconception also stops their promotion while others working less than them get the opportunity for showing up physically at certain intervals (Chung and Van der Horst, 2020).

There have been a lot of factors of inequality that is being evidenced in this flexible working method. However, these problems can be solved through thorough survey and record keeping done by the human resources team. Apart from record tracking, a fixed schedule and attendance rule can also decrease this inequality ratio.         
   




                                                 
[bookmark: _4jpcdso6iqcl]The role of Human Resources in addressing the concerns of inequality that may arise from flexible working 
The inequality in the workplace is a bad thing for the company and the employees. The flexible working have some key benefits. The companies which are using the flexible working can face some problems in terms of inequality. The employees who are using flexible working and the employees who are not using the flexible working can face inequality like the discrimination can increse, the communication of the employees can be affected. The Human resource manager should aware the employees about the risks that can arise from the flexible working. The Hr have the responsibility to tell the employees about the inequalities that can be seen due to the flexible working. The employees can lessen the risks if they are aware aboput it(Chung, et al 2021. ). The workplace have many employees who come from different culture and different genders and different groups like LGBTQ and all that. The Hr of the company needs to maintain employee engagement and inclusion of the employees which can be achieved through a flexible working process. The flexible working can lead to some risks like inequality which the Hr of the company needs to be concerned about. The hr of the company neds to solve the problem very soon. The Hr of the company have the major role to aware the employees about the problems of the flexible working. 

· The flexible time schedule can lead to the employee's slow career progression. The employees can be slow at their work and the progression of the work can be slowed which can be harmful for the company. The Hr need to aware the employee about this and they shoul provide with how this can be solved. 
· The Hr can arrange a training programme where this problem can be discussed. The Hr needs to provide the employees with some actions which can solve the problem.
·  Flexible working can create inequalities as flexible working can cause lace in communication the Hr of the company have to tell this to the employees. The Hr have to provide them with solutions(Stich, 2020). 
· The inequality among the employees can rise as the employees are not communicating with each other. The Hr have the responsibility here as it can be managed through proper plans
· The Hr should regulate the flexible working time. The Hr have the responsibility to manage this problem and have to complete it. Hr can regulate who can have this opportunity and who can not (Akyildiz, and Durna, 2021). 
· The Hr have to discuss the problem with the every employee. Tackling the inequality in the workplace is not a single persons job the Hr need to discuss it with the employees as discussion can solve the problem. 
· The hr of the company needs to have a clear planning to solve it. 
The problem of inequality can be seen due to flexible working. The flexible working of the employees can increase the inequality as it lacks the communication. The communication between the employees can be lessen as they are not in the office this can create a gap in communication. The employees of the company belongs to diverse culture so the problem can be worsen. The Hr has a job here to solve the issue(Akyildiz, and Durna,2021). The hr have to find some  solutions. The Hr need to solve the problem as he has the responsibility. 
[bookmark: _dy8tt7p13qn1]Conclusion
This above study is based on the Flexible working of the employees. The study shows the benefits of the flexible working. The flexible working has  some benefits like it improves the work life balance of the employee, it help the employer to hoire talent from any location, it helps the employer to gain better health  and so on. This practice has some key benefits. This method also brings some problems like inequality, it can impact the business in many ways. The business has diverse culture so it is very important for the Hr to maintain this culture. The diverse culture and inclusion can make any business successful but it has some problems too the problems should be solved. The study also describes the concerns of inequality in a company. 
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