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Flexible Working
Introduction
Most developed nations have seen a significant growth in workplace flexibility, or employees' choice over where and when they labor. Moreover, there's also a growing need for increased job freedom, particularly among the younger population1. According to recent studies, the younger generations want the ability to operate from home and/or have flextime. Flexible working will very certainly become the rule rather than the exceptional in many occupations in the future. The gender disparities in the results of workplace flexibility for the labor division and employees' work–life coordination are the focus of this special issues. Workplace flexibility may be a good potential tool for employees, particularly women, who need to modify their employment1. In times of strong parental demands, workplace flexibility enables moms to keep their operating time after delivery and to continue in sentient positions. This capacity may improve women's work–life balance happiness by enabling them to sustain both. Workplace flexibility, on the other hand, has the ability to reinforce gender norms in the workplace and at home. More information feasible for large information from a multitude of nations and circumstances is required1.
Throughout the Covid-19 epidemic, many have lauded the benefits of working from home, but an unintended result has arisen in subsequent months: flexibility in work arrangements are allowing organizations to attract more diversified applicants2. The COVID-19 outbreak brought attention to flexibility in work possibilities, notably remotely working. When some governments imposed remain at home directive, allowing only crucial businesses to keep their physical locations open, unready businesses were forced to embrace access to flexible options on the move. Although social isolation restrictions were lifted and businesses reopened, employees’ expectations for flexible scheduling and working remotely options are now the new status quo. Flexible work schedules are becoming more common because many companies have realized the benefits of freelancing or how working hours other than the typical 9-to-5 may be introduced without affecting efficiency2. Even in the absence of a disaster, flexible scheduling may aid effective hiring and retaining efforts, strengthen business diversifying plans, encourage moral behaviour, and benefit the organization's endeavors to be conscientious. Employers may be able to save money through improving timeliness and efficiency, as well as increasing employee participation. However, this paper focuses in favour of flexible working in relation to diversity and inclusion and against flexible working in relation to inequality at work2. 

Flexible Working in Relation To Diversity And Inclusion
Individuals with physical limitations or health concerns, whether temporary or chronic, have more career prospects because to flexibility in work location and time. They may now work from home without being marked out, and a variety of internet communication technologies, such as video captioning, text-to-speech applications, and adapted screens and input method, are improving access1. If workers don't need to come into the office very often, you may hire individuals from all over the world, not only to achieve diversity goals, but also to grow new client bases by having reps who understand languages other than English and operate in a number of time zones. Through flexible working Companies extend their potential talent pool and enhance work experience of their current staff of color by implementing flexible work practices, which boosts engagement and cultural environment1. Flexible work arrangements can help to alleviate the mental strain that comes with working in a primarily white environment. "In the workplace, employees of color confront stigmatization and conflict on a constant schedule," says Subramanian. Workers of color are free to be their full selves since they devote lesser time in a physical workplace.  adopting FWAs offers several advantages, including improved well-being, productivity, and contingency planning, as well as reduced turnover and operational expenses. FWAs are also important in creating diversity and inclusion, as well as achieving gendered equity and female empowerment1. At the same time, the COVID-19 global epidemic has propelled us into the future workforce, with several senior management now acknowledging and believing that bosses can and will produce when utilizing any type of workplace flexibility, such as working remotely, compacted hours, and timetabled breaks for external active learning.
Flexible work options not only expand your application pool, but they also help employees feel increasingly seen and acknowledged, and thus involved. It’s no surprise that work-life equilibrium has become a hot topic among job seekers, particularly among the young groups, families, individuals pursuing higher education, and even employees who don't want to devote more than an hour commuting. Companies that provide flexible work appreciate their workers' personal life outside of the workplace2. Candidates are drawn to applicants who think in this way.  Over 80% of IWG poll respondents responded that if given a choice between two identical job offers, they would choose the one that offered more flexibility. In other respects, potential employees have grown to believe their prospective hiring managers to be inclusive and welcoming. Companies who do not give this benefit risk losing their best workers. Flexible schedules should be seen by managers as more than a perk to serve present employees in the future, but also as a way to recruit new applicants with a wider range of skills to their teams3.
Employees may surely benefit from FWAs when it comes to balancing their family and work obligations. However, the advantage is minimal and varies depending on the type of FWA, with chronological versatility outweighing geographical versatility. Another good result is increased job satisfaction, albeit this declines with time3. This rise happens whether or whether workers choose to work from home, implying that it is the impression of a company as helpful or family-friendly that matters. FWAs and employee commitment have a favorable but shaky relationship, with younger workers demonstrating higher level of commitment when workplace flexibility is a possibility. This might be used to recruit younger talent. It is not enough to just provide parents more time with their families; beneficial results such as job contentment and decreased work friction are only possible when workers, instead of the employers, have control over work schedules3. However, FWAs may have negative consequences; women who find it easy to carry work home have poorer mental health than women who find it difficult. In other words, these arrangements may produce a separation of work and family life. On the other hand, working remotely, which depends on computer-mediated technologies, may be attributable to a lack of nonverbal indications like warmth and conversational tone.
ROLE OF HR IN PROMOTING DIVERSITY AND INCLUSION
The workplace is becoming increasingly global. In this light, firms that embrace diversification gain a competitive advantage. It also helps such companies to spot and capitalise on vast untapped opportunities. HR promotes diversity as a strategy for organizations to spot emerging trends. They are able to do so because their workforce is reflective of their clientele. As a consequence, by creating an inclusive environment, it will be able to focus on the attributes that motivate employees, reduce absenteeism, and increase productivity4. Through management and leadership, Hr managers play a crucial role in developing and promoting a diverse culture. One that is respectful and welcoming, with opportunity for all workers to develop, progress, and contribute to the company. The HR staff also keeps an eye on diversity. In most circumstances, getting a decent sense of how diverse an organization is may be tough. To prevent this, HR departments should keep a watch on diversity4. Audits are an excellent approach to do this. This should be done not only for current employees, but also for potential hires. This will allow for more effective tracking of progress.
Human resources professionals are also in responsibility of broadening the pool of available candidates. HR should focus on recruiting and growing a diverse workforce when it comes to diversity. This may be done in a number of different ways. Internal and external cooperation can help with some of them. Some HR managers, for instance, offer education to youth organizations in their communities5. This assists in the early development of potential and guarantees that a larger number of individuals are open to opportunities. These steps help the company progress in the proper path. Even with positive hiring trends, businesses must continue to prioritize mentoring, supply chain diversification and development, and management to guarantee racial minority development5.
FLEXIBLE WORKING IN RELATION TO INEQUALITY AT WORK
Women began to join the professions in greater numbers all through the twentieth century. Despite their progress, women have traditionally created up a smaller portion of the overall working population than men. Flexibility in jobs might be one strategy to improve women's involvement in paid labor. While it won't solve all of the problems, giving individuals greater control over when,  here, and how they work might help us get closer to gender equality at work. Women's engagement in the work force increased throughout the latter half of the twentieth century. In 1963, 38.3% of women employed outside the house, but by 2000, that number had risen to 59.9%6.  By 2019, the figure had dropped to 57.4 percent, although it still represented over half of all women. the corona virus epidemic had a huge impact on the workforce. More than 2.3 million women quit their employment during Feb 2020 and Jan 2021, bringing their workforce involvement to 57 %. While this is higher than in the 1960s, it remains the worst percentage since 19886. During that time span, just 1.8 million males quit the labor. In comparison to February 2020, there were 1.1 million fewer women in the workforce by the end of 2021. Men, on the other hand, had reclaimed all of the occupations that had been lost during the epidemic.
Although there are various factors why individuals quit the employment during the epidemic, a lack of flexibility in employment options was a common factor given by women. Most women felt it hard to strike a balance among taking care of kids, relatives, and other tasks. The flexibility to work remotely enabled people who stayed employed during the epidemic manage job, family, and the pandemic. Workers from all areas of life, women, those with children, those without children, and many others flexibility in work alternatives as more organizations ratchet up their recruiting7. Despite the fact that most women labor after bearing kids (up to 81.9 % relying on their academic background), the proportion of employed women reduces by 18 % during the first few months after the birth. Additionally, having more kids make it less probable for a woman to keep working. Although kids are frequently cited as reasons for individuals leaving the employment, those who do not have babies may find themself in a comparable scenario if they must look after their loved ones or even oneself7. Similarly, a dearth of compensated administrative leave and availability to childcare may make it tough to keep a work while still shouldering these new duties. However, flexibility employment implies that no one needs to pick between job and family obligations7. Flexible employment can assist enhance gender parity in the workplace, but it's also vital to remember that a more male workforce is beneficial to businesses.
According to one research, businesses with a more varied staff were 25% more lucrative than those with a less multicultural working environment8. Companies with these rules are more inclined to get a diversified staff, that could assist them flourish, since flexibility employment can lessen gender gaps.  Though the causes of gender inequality inside the workforce are complex and cannot be rectified only through work flexibility, having flexibility in work alternatives can help close the gap8. 

ROLE OF HUMAN RESOURCES IN ADDRESSING THE CONCERNS OF INEQUALITY THAT MAY ARISE FROM FLEXIBLE WORKING.
While flexibility in work has proved to be beneficial to by the employees and organizations, it does however come with a bunch of problems. For instance, according to studies, many women than males, particularly in higher-ranking jobs, are burned out and coping with chronic work - related stress. The epidemic virtually increased the disparity among men and women in terms of burnout9. Women are more likely to take "amenities" such as part-time employment or internal jobs, which can severely hinder their ambitions and lead to systemic sexism. Prior to the corona virus outbreak, the research predicted that gender balance will take 99.5 years to attain. The Covid-19 epidemic take us behind a century; according to the 2021 study, the sex difference will not recover for another 135.6 years since it disproportionately affected women9 . These projections, on the other hand, are predicated on the previous status of gender disparity.
This may be changed by managers mitigating problems related to flexible working. Although some organizations shun flexible deployment alternatives in favor of asking managers and executives to make sensible concessions for workers with particular issues, there are methods to offset the issues associated with empowering people to set their own timetables9. 
Human Resources personnel should receive extensive education and be taught how to thoroughly and fairly examine issues, especially if they include top executives. This coaching is necessary since thorough inquiries are critical to establishing confidence within the organization. All workers should be instructed on how to build and maintain a pleasant, courteous workplace culture, and what to do once they witness or overhear anything worrisome9. To counteract subconscious prejudice, HR could consider providing or enforcing diversity training to all workers, particularly supervisors and professionals. Workers can begin to recognize whenever they are generating judgments founded on prejudices and preconceptions via education, and these concerns can be removed from workplace choices. Clearly communicate, intelligible, measurable, and visible measures for recruiting, retention, progression, and salary so that these choices are made on merit rather than implicit prejudice9.
On the other hand, whenever a lawsuit is made, HR must investigate performing an equal pay assessment to uncover any possibly illegal pay inequalities and correct them. They should collect important wage information, locate professional jobs, and assess if men and women are compensated fairly for essentially equivalent labor via an assessment10. If any wage disparities are discovered, they must be investigated to see if these are warranted, but if not then, they must be corrected. They can modify pay activities in the future when an audit is finished. They would also try to figure out why it's an unjustifiable pay gap and take efforts to correct the behaviors and regulations that are base of the compensation gap10.
Other ideas include:
· Assemble a research team of staff, comprising of managers and supervisors, and urge them to research other organizations' flexible deployment practices. The team might be tasked with recommending if flextime is feasible and what form of plan would be most beneficial to the organization10.
· Workers should be educated on flex planning and how it is used effectively. Managers ought to be clear about their requirements for scheduled openness and make individuals responsible for keeping to their own commitments10.
· Set repercussions for employees who abuse flexibility planning, such as printing them up and forcing them to adhere to a fixed timetable as element of their productivity objective10.


Reference List
1. Chung, H. and Van der Lippe, T., 2020. Flexible working, work–life balance, and gender equality: Introduction. Social Indicators Research, 151(2), pp.365-381.
2. Kirton, G., 2020. Diversity and inclusion in a changing world of work. In The future of work and employment. Edward Elgar Publishing.
3. Wheatley, D., 2017. Employee satisfaction and use of flexible working arrangements. Work, employment and society, 31(4), pp.567-585.
4. McNall, L.A., Masuda, A.D. and Nicklin, J.M., 2009. Flexible work arrangements, job satisfaction, and turnover intentions: The mediating role of work-to-family enrichment. The Journal of psychology, 144(1), pp.61-81.
5. Kirton, G., 2020. Diversity and inclusion in a changing world of work. In The future of work and employment. Edward Elgar Publishing.
6. Chung, H. and Van der Lippe, T., 2020. Flexible working, work–life balance, and gender equality: Introduction. Social Indicators Research, 151(2), pp.365-381.
7. Hegewisch, A., 2009. Flexible working policies: a comparative review. Manchester: Equality and Human Rights Commission.
8. Kossek, E.E. and Lautsch, B.A., 2018. Work–life flexibility for whom? Occupational status and work–life inequality in upper, middle, and lower level jobs. Academy of Management Annals, 12(1), pp.5-36.
9. Shen, J., Chanda, A., D'netto, B. and Monga, M., 2009. Managing diversity through human resource management: An international perspective and conceptual framework. The International Journal of Human Resource Management, 20(2), pp.235-251.
10. Guest, D.E., 2017. Human resource management and employee well‐being: Towards a new analytic framework. Human resource management journal, 27(1), pp.22-38.
