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1. [bookmark: _Toc102648827]Introduction
Argos Ltd. is a known retailer operating in the United Kingdom and Ireland, who sells a diverse range of products and trades through physical shops and online. They offer products in areas of technology, home and garden, baby and nursery, sports and leisure, health and beauty, clothing, jewellery and watches, and gifts. It was acquired by Sainsbury’s PLC in 2016, a supermarket chain, which started to move the high street Argos stores to its own locations (Argos Limited, 2021). In the last years, the company has adjusted to the business environment changes and started to move more of its operations online, rather than trading in stores. The COVID-19 pandemic provided another opportunity for the company to accelerate its physical stores closures and discontinue the traditional printed catalogues, after 47 years. 
In our report we will try to present some flexible working arrangements, which could provide a more efficient way of employee satisfaction and underline the importance of diversity and inclusion in adopting these arrangements. We will also present a case of how flexible working can encourage inequality in the workplace and how human resources can address this issue. We will conclude the report with a recommendations section in which we present some measures on how to improve the adoption of flexible working arrangements.
2. [bookmark: _Toc102648828]Flexible Working Arrangements
During the pandemic, the working environment has suffered modifications and the demand for flexible working arrangements has increased significantly. As a response, we can adopt measures to allow our employees to apply for some predetermined arrangements in their work schedule. Considering that the company operates in various areas of the country we can offer our employees working arrangements that vary in amount, timing, and location of their work. We must also consider the company’s capacity to adapt to these measures and that it can continue its regular working operations. Research conducted by CIPD has shown that flexible workers have a higher level of job satisfaction and commitment and are more likely to increase their efforts at work compared with those that do not work flexible (Armstrong M., 2020). 
The types of formal flexible working that we could provide can be as follows:
· Flextime – this involves giving our staff the opportunity to flex the start and finish of their working day, considering the shift patterns that are already in place.
· Compressed work week – this allows our employees to work 40 hours in fewer than the five days required, such as working 10 hours shifts in four days.
· Flexplace – this gives the opportunity for our employees to work from home or ask to be relocated to another place of work.
· Part-time working – this involves working a fraction of the regular hours of a full-time employee. It has gained popularity in the past years, as it offers more flexibility.
· Zero-hours contracts – under this type of arrangement the worker will not have a fixed number of hours to work and can be called for work when the company needs them (CIPD, 2021).
These measures can help our employees to manage work and family responsibilities and will give us more option of decreasing costs during weaker sales volumes periods. We must establish careful procedures for requesting and accepting or denning the flexible working arrangements, which are in accordance with the employment law and offer diversity, inclusion and avoids inequality complains. 
3. [bookmark: _Toc102648829]Importance of Diversity and Inclusion
Increased employee engagement
Employees will be more motivated if they participate actively, and their contribution is recognised. This increased involvement will have an impact on revenue and turnover. Engaged employees are likely to enjoy better emotional wellbeing and use fewer sick days (Karam, 2022). Employees become more involved in their job when their employers support and recognize their efforts. Teaching leadership to acknowledge their members' individual skills and to reward employees for performing their best job will help to relieve this problem and improve employee experience. It is also vital to note that to foster a diverse and inclusive environment, all employees must recognize one another.
Diversity promotes creativity and innovation
While homogeneous organizations are prone to groupthink, diversified teams can benefit from a broader range of viewpoints and are therefore more inclined to analyse problems completely and properly. Because varied opinions assist to solve issues faster, diversification is a critical factor for effective decision-making within organisations.
Diversity and inclusion lower employee turnover
The recruitment, training, and integrating processes for a firm consumes significant resources, therefore excessive staff turnover may have a big negative influence on companies’ earnings. Employees that feel appreciated, heard, and valued when different individuals are emphasized, are more likely to become engaged and thus to reduce turnover (Ayyala et al. 2022). 
Better reputation
The reputation of a company would have a considerable influence on overall sales and recruitment process, and firms that are devoted to establishing and building diversification are perceived more positively by investors, and potential consumers (Kaur, Mishra and Farooqi, 2022). Because there is a greater public understanding of workforce diversity than before, important people and potential workers are actively looking for it.
4. [bookmark: _Toc102648830]Role of H.R. in Implementing Diversity and Inclusion 
The HR department has a unique perspective on the influence of inclusion and diversity on the organisation and thus should ensure the use of effective methods for every aspect of employee engagement. It should be transparent in recruiting procedures, such as the development of inclusive recruitment that recognize the necessity and benefits of employing persons to supplement the talented workforce outside typical applicants. In the competitiveness, diversity is viewed as a strategic edge, and organizations are rapidly improving recruiting methods to offer equitable access to job seekers.
The notion that flexible working arrangements is effective for helping individuals manage work and family responsibilities is based on two social theories: resource theory, published by Fiedler and Garcia in 1987 and social exchange theory, published by Thibaut and Kelley in 1959. The first theory suggest that work-family conflict occurs when the demand for one role is higher and drains the limited resources, like time, energy, and attention, for which they both compete. Flexible working arrangements comes to help with this conflict to relocate resources more efficiently. The second theory suggest that employees who are working on a flexible pattern will feel more motivated to give back in terms of commitment and higher performance. Considering these theories, we believe that flexible working arrangements will help employees that are struggling with work and family roles, and it will moderately increase job satisfaction, performance, and retention (CEBMa, 2021).
Succession performance and policy development programs are other key areas wherein the HR managers must evaluate the distinctive characteristics of the employees, as well as how programs might assist development and growth. HR managers must endeavour to enhance objective decision-making methods by finding innovative approaches to reducing workplace prejudice and establishing inclusive workplaces that give opportunity for all workers. Workplace diversity and inclusion is a complicated issue, and merely managing diversity is also not the end goal. It necessitates consistent work, dedication, and evaluation. Diversity and inclusion are much more than merely hiring diverse kinds of employees. Diversity and inclusion are an ethical and business obligation that fosters the development of connection and organisational justice, while also assuring employees of procedural fairness and chance in all aspects of work. In today's complicated workplaces, inclusion is essential for team cohesiveness and innovation, as well as allowing individuals to effortlessly contribute to corporate projects and outcomes.
5. [bookmark: _Toc102648831]Flexible Working in Relation to Inequality
HR managers should impose procedures and policies that would limit the inequality concept that would result from the flexible working arrangements policies. Employees' salaries should never be changed if they just change the periods of their job, but if people work less, they will certainly earn fewer monetary benefits. As an outcome, the employer's benefit payments will be reduced as well, and any bonus would be pro-rated. Employees would also receive fewer paid holidays, depending on the flexible working pattern chosen. Flexible workers are entitled to protection, and their contract terms should not be less favourable than those of a full-time worker. Working flexibly, on the other hand, may result in employees losing out on job functions including training that occur even when they are not at the workplace.
 Part-time working accounts for a substantial portion of gender wage disparities in organisations. Women, in special, who work flexible patterns do not advance as quickly within their professions, and hence earn much less than males who work full-time (Barak, 2022). This is a terrible fact, and views toward workplace flexibility are still mixed in certain organisations. While it may appear in indirect ways, a person who successfully applies for workplace flexibility may find himself excluded from judgment and professional advancement since their dedication is called into doubt.
 For flexible agreements to succeed, both parties must be inclined to share and accept compromises. Flexible working, though not managed, can result in delays and a decrease in economic performance and collaboration. Again, some informal evidence suggests that flexible working might render people more prone to replacement in some organisations. However, any redundancy criterion must be impartial and non-discriminatory, therefore ending someone’s employment contract because they work flexibly will be both unfair and discriminatory. Working with just a flexible workforce might sometimes enable a person to be ignored for a prospective promotion. Even when an employer's company has mixed employment contracts and employees work solely from the workplace and have the choice to work from home, executives may disregard their commitment to the organisation growth and disregard them more quickly.
6. [bookmark: _Toc102648832]The Role of HR in Addressing Inequality
Getting senior leadership support
Women associations have taken steps to address the inequality at work and released a toolkit aimed at providing practical advice to CEOs about how to create gender ratio in their businesses. It proposes that senior executives should take more personal accountability for female advancement (Bowman and Cox, 2022). It implies actively considering women who would have the ability to advance to top positions and then being a prominent part of talks about gender balance. HR could do a lot to help with this process, as well as making line managers, further down the organisation, an important role of it. Some companies, for example, encourages equality of genders as a primary goal for line managers, emphasizing the notion that the company must take this problem seriously and keep accountability for what problems occurs in their departments as fair as possible.
Looking at the flexible working trends
Despite convincing data regarding the commercial benefits of giving workplace flexibility to all workers some organisations continue to stick to traditional work patterns that make it extremely difficult for some employees to advance their careers as they would want. HR must educate line managers on the advantages of embracing workplace flexibility and how that can be utilized as a method to promote efficiency and retain important employees. It is critical to recognize that managers frequently require practical assistance in creating work flexibility, as well as advice about how to handle the requests in the workplace of informal flexible working arrangements. HR is also responsible of setting up clear policies for all employees that would like to apply for a flexible working arrangement and should do this in a manner that is both fair and equitable for everyone.
Reviewing the maternity policies
Managing parental leave effectively is critical to retaining great female personnel and ensuring that women's professions do not halt needlessly. Organisations must be careful in how they remain in contact with women that require special attention, including the procedures we establish to guarantee a smooth return to work. The HR managers should work to ensure top management are comfortable handling parental leave and re-integrating staff when they return to active duties. Clear procedures must be in place to handle this issue.
Considering every application fairly
All requests for flexible working should be treated fairly, and an HR manager should set up face to face meetings with the applicant, to gain a holistic view on the reasons why the employee made his request. There must be a clear procedure for granting a request and all aspects of this must be weighted before deciding. Consideration should be taken from both sides, where possible, and a compromise could be reached between the initial request and the final decision. In case of an unfavourable decision, the HR manager is responsible with communicating the reasons to the employee and try to make him or her understand why this happened. 
7. [bookmark: _Toc102648833]Conclusion and Recommendations
From the above it can be concluded that maintaining diversity and inclusion in the workplace is very much important for every organisation. Promoting inclusion and diversity in the workplace help the organisations to become more efficient as well as productive. Therefore, the human resources managers must investigate efficient ways on how to promote diversity in the workplace. The report also concluded that the organisations must investigate the gender inequality in the workplace and therefore it is the duty of the human resources to look after the workplace so that the equality between the genders is well maintained.
We recommend having a dedicated department of HR that deals with the flexible working requests and makes thorough investigations before any decision is taken. Promoting and encouraging our employees to apply for this flexible working could improve the reputation of our company and make a more balanced and diverse workplace. We also encourage discussions regarding flexible working practices at team meetings, on management meetings or over informal networks. Periodically review, amend, and relaunch policies to encourage changes in culture regarding all variety of flexible working. We can also review policies and job designs to maximise the use of flexible working. Most importantly would be to communicate the company’s commitment to flexible working and encourage staff to take the option. 
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