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Executive Summary
The global pandemic has forced most of the organizations to adopt flexible working conditions that come with inherent advantages and disadvantages. Better work life balance, reduced travelling time and more time for family and leisure activities are some of the benefits of flexible working conditions. On the other hand, it can lead to inequalities and pose various challenges on the working conditions, availability of technology and other factors related to working remotely. The Human Resource processes of enterprises must take effective measures to address these challenges effectively and ensure they promote inclusion and diversity. This will improve the morale of employees and boost their productivity in an effective manner.  
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Introduction
Working arrangements are taken into account that the various personal needs of an individual is known as flexible working. As a human resource manager of an organisation the means to adopt flexible working conditions will be analysed in this report. A case will be made in favour of flexible working conditions and a case will be made against flexible working conditions. The role of Human Resources in addressing concerns of inequality will be addressed along with the role of HR in promoting inclusion and diversity in flexible working conditions. Next Plc. is a global retailer of clothes, home products and footwear and has been considered for this report (Next, 2022). The headquarters of the company is in Leicester, United Kingdom, with 40,867 employees and a revenue of $5 billion (ZoomInfo, 2022).            


[bookmark: _Toc98772436]Make a case in favour of flexible working in relation to diversity and inclusion at work and analyse the role of Human Resources in promoting diversity and inclusion through flexible working. 
Any form of work arrangement that involves other forms of work arrangements than the conventional nine to five can be referred to as flexible working. It often involves working from home and other remote locations. The COVID-19 pandemic forced organisations to adopt flexible working models to survive and function during the pandemic effectively. It promoted remote working and implemented flexible working conditions, thus improved the diversity and inclusion of enterprises (Kirton and Greene, 2021). 
The pandemic has shown the world that working conditions outside the conventional nine to five are as much effective as the traditional methods. In most cases flexible working is much more effective than conventional working conditions. Flexible working conditions can positively impact the employee retention rates and recruitment. It promotes diversity in the organization, improves ethics and values and helps the enterprise to become socially responsible. Various costs of the organization can be saved, productivity and attendance can be improved, and the engagement levels of the employees can be improved as well. Most importantly, the inclusion and diversity of employees can be improved thorough flexible working conditions (Syed and Ozbilgin, 2019). 
Flexible working not only promotes diversity, but it is also promoting inclusion, through ensuring that the employees are being heard and recognized (Syed and Ozbilgin, 2019). Inclusive organizations also attract applicants from wide range of places and backgrounds.
Work life balance is an important factor for numerous employees including the adults pursuing further education, parents and especially the young generation. If the employees feel that they do not have to spend hours of their day commuting to the workplace. Upon providing flexible working conditions, employees of Next Plc. feel that their individual lives outside work are being acknowledged by the company (Chung and Van der Lippe, 2020). 
Avoidance of discrimination while recruiting: Human Resource process should avoid discriminating people based on age, and the forms should be age-neutral (taken from lecture slides). HR executives should monitor diversity and equality on a monitoring form (taken from lecture slides). The data of the applicants should be protected, and they must not be damaged, displaced or misused in any way (taken from lecture slides). 
Remote job interviews: To ensure diversity is maintained in the workforce, interviews can be conducted remotely through digital platforms or telephonic interviews can also be conducted (Weideman and Hofmeyr, 2020). This will save the interviewee the time to commute to the place of interview and make it convenient for people from wide range of places to take part in the interviews.  
Standardized interview process: Through asking the same questions, in similar manner and in similar orders to all the candidates, Human Resources can ensure that they do not create hiring bias. Standardized interview process also ensures that the candidates experience a fair interview experience (Weideman and Hofmeyr, 2020). This process of interview will help Next Plc. to hire candidates that are representative of humans. 
Focusing on belonging and inclusion: Proper representation and diversity are essential to ensure that the company has the right voice. But to ensure that people feel that their voices will be heard, they must feel that they belong to the company and feel included (Bizjak, 2019). If the employees of Next Plc. feel that they are being valued, heard, and supported, they will put in their best efforts and ensure optimal outcome for themselves and the enterprise.      
Equal treatment: Providing equal treatment to all employees ensures that they fell included and valued at the same level (Jensen et al., 2020). In an environment like this, they feel that their voices are being heard and the enterprise respects and listen to their demands and wishes. Treating people differently makes them feel that they are being discriminated, which hampers their productivity and they do not feel included in the venture. 
Making diversity and inclusion a part of the organizational culture: Human Resources at Next Plc. can ensure diversity and inclusion is maintained in their operations and processes by making it a part of their values and ethics (Bizjak, 2019). This will ensure that all actions taken by the organization are in accordance with their values of inclusion and diversity.     
Promoting cognitive diversity: Different and unique perspectives of looking at a problem and solving it can be achieved by including people that having different methods of solving problems. The focus of cognitive diversity is to achieve a method of allowing people to draw conclusions and make associations through diversity of thought and opinions (Chen et al., 2019). 
[bookmark: _Toc98772437]Make a case against flexible working in relation to inequality at work and analyse the role of Human Resources in addressing the concerns of inequality that may arise from flexible working. 
Every office has been affected by flexible working conditions after the pandemic and it is here to stay. This change and flexibility were demanded by employees for a long time, and the pandemic has fortunately brought it to implementation. However flexible working conditions have a few disadvantages that might hamper the productivity of the employees and harm the interests of the employers as well (Yu et al., 2019). 
Employees might make up for their reduced levels of work during the working hours beyond the hours of working and mix up their work hours with leisure time. Various inequalities might arise in flexible working conditions like unequal wage distribution and inequality income (Yu et al., 2019). Lower wages of employees might be because of their lower productivity levels due to doing their jobs from the comfort of their homes.       
Women have been at the negative end of the impacts of flexible working hours as they must take care of their children and elderly care also falls upon them. These results in lower working hours and productivity in women, thus increase their wage gap (Mosomi, 2019). 
 Inequality in the hiring processes can be caused when the resumes of potential employees are scanned through software that is designed to look for keywords that might be used by a particular group of people. The software might also look and search for educational backgrounds and experiences that might be held by a particular group of people. Qualified candidates can also fall out of the prospects of a job due to the cracks in algorithms. Flexible working can also result in the inequalities caused by the difference in the access of resources to employees (Yu et al., 2019). In order to address the wage gaps and other inequalities caused by remote working, Human Resources can implement the following steps:
Base wages on the standard of the company and not on the previous wages of an employee:  The wages of a new employee should not be based on the salary that the employee earned in their previous place of work (Gog, 2019). This step can be taken by Human Resources of Next Plc. to ensure that they do not promote inequality while hiring employees in remote working conditions. 
Ensuring employees are equipped with necessary technology:  Employees might not have the necessary technology and resources required for flexible working. Human Resources s of Next Plc. must ensure that their employees are equipped with the right technologies to work remotely (Donnelly and Johns, 2021). Flexible working conditions require an several number of technological factors, without which it would be impossible to work. 
Individual needs of employees must be considered: Individual employees might have their own personal needs that must be addressed by the Human Resources of Next Plc. accordingly. Women might have to look after their children or the elderly while working from home, these factors must be considered while formulating their Human Resources policies (Annabi and Lebovitz, 2018). 
Effective means of communication: One of the major inequalities is the lack of effective means of communication in employees. Human Resources must address this issue through ensuring that all employees are connected with other co-workers and their superiors.
Ensuring training and employee development: Training and development are a big part of the employees’ professional and individual growth. Flexible working conditions leave little room for the training and development of employees (Prasad and Mangipudi, 2021). 
Ensuring employees have comfortable working conditions: Employees might not have the right circumstances or environment to work remotely Ford et al., 2021). They might have cramped spaces, loud neighbours, children, and other factors that might hamper their productivity. Human Resources of Next Plc. must ensure that the employees with such issues are provided with the right conditions to work remotely.     
Equal priorities to all employees: Employees might not be given equal priorities by the organization. Higher ranking employees might be given more priority than lower ranking employee (Garcia‐Vedrenne et al., 2020). Grievances and issues of lower ranking employees might not be addressed and entertained properly in flexible working conditions. This might result to inequality among employees and make them demotivate to work remotely. Human Resources of Next Plc. must ensure that all employees are given equal priority and all their concerns and grievances are given equal importance. However, flexible working can result in numerous inequalities that must be addressed by the Human Resources of Next Plc. In order to effectively address the inequalities caused by remote working, Human Resources of Next Plc., must ensure employees are equipped with the right technologies, have comfortable working conditions. They must also provide adequate training and have effective employee development programmes in place.    

  
[bookmark: _Toc98772438]Conclusion 
From the above report it can be concluded that flexible working conditions are one of the only positive outcomes of the pandemic. The global pandemic forced companies and organizations to adopt the flexible working model for continuing their operations. There are various benefits of flexible working condition like better work life balance, reduced commuting time, more leisure time and flexible working hours. The diversity and inclusion of the organization can also be increased through flexible working conditions. Human Resources of organizations must ensure that the Next Plc, is diverse and inclusive in nature through avoiding discrimination in forms, conducting standardizing the interview process. They must also align the values and objectives of the organisation with diversity and inclusion, treating all the employees equally, and promoting cognitive diversity. 
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