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The working environment or working schedule that does not include any constraints similar to a traditional work schedule job is referred to as the flexible working arrangement. The practice of remote working started in the year 2019 when the world was suffering from the Covid-19 pandemic (Austin-Egole et al., 2020). The report will be based on the case study of ACAS (Advisory, Conciliation and Arbitration Service) in which half of the employees demanding to allow remote work for a whole week whereas nearly half of them are demanding to work remotely for part of the week. This demand of the employees is making the company adopt flexible working practices. The report will be focused on evaluating the potential impact of flexible working. The role of human resources will be identified in promoting diversity and addressing the concerns of inequality that might arise by adopting flexible working arrangements. 
Overview of the company 
The company chosen for the report is JD Sports which is a British sports company. The organization is headquartered in England, United Kingdom. The products sold by the company include clothing and sportswear accessories. The company was founded in 1981 and the current executive chairperson of the company is Peter Cowgill. The total revenue generated by the company in the year 2021 was £6,167.3 million. The subsidiaries of JD Sports are Scotts, Tiso, Nike Kicks, Bodytone, Blacks, and Footpatrol (JD Sports, 2022). 
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[bookmark: _Toc112250974]FLEXIBLE WORKING 
Flexible working is referred to as the situation when the employees are satisfied with the way of working at the workplace. Remote working is considered the most flexible work arrangement by the majority of employees as many of them have practised this remote work at the time of the pandemic. Apart from remote working, other types of flexible working include flexitime, shift work, hybrid work, and part-time work (Austin-Egole et al., 2020). All the types of flexible working are explained below: 
Remote working- Remote working is the arrangement in which employees work remotely for all weeks. They are supposed to visit the workplace in rare cases. The location of the employee is saved by HR and the employee has to check in and check out from the same location. This arrangement was highly practised during a pandemic when people were maintaining social distancing. 
Shift work- The shift work arrangement is practised by organizations that require employees to work 24 hours a day. In this arrangement, the company creates different groups of employees and different shift is provided to these employees so that the processes can be run for 24 hours (Chung and Van der Lippe, 2020). 
Flex time- Flex time is the flexible time arrangement in which employees are allowed to select their working hours. However, once the shift of 8 hours is selected then the employee cannot frequently change it. This option is provided to the employees so that they can select the working hours according to their suitability. 
Hybrid work- In the hybrid mode of flexible working the employee is supposed to work at the workplace for a half week and in the remaining days, they can work remotely. The remote working days are allotted to the employees by considering different objectives, circumstances, and personal preferences. It is the most trending flexible working arrangement that is preferred by organizations (Karamanis and Gogos, 2020). 
Part-time work- Part-time work employment provides fewer working hours with less pay to the individuals. This arrangement is mostly selected by individuals who are studying or busy preparing for other courses. This arrangement is mostly preferred by individuals who require money to pay for their current courses. A part-time employee can also get involved in extracurricular activities that will be useful in their future career (Chung and Van der Lippe, 2020). 
Advantages and disadvantages of flexible working 
	Advantages 
	Disadvantages 

	· A flexible working arrangement boosts the productivity of the employee. 
· Stress is reduced because employees are working according to their suitability.
· Flexible working reduces the journey time of the employee that can be invested in other important activities. 
· When the company provides flexible working hours then the recruitment process is also enhanced as most people are expecting flexible working after the Covid-19 pandemic. 
	· The chances of employee isolation are high because they will have to work alone at home. 
· The salary of the employee will be affected if the work is not delivered on time during remote working. 
· Part-time work arrangement of flexible working might result in a lack of career progression. 
· Flexible working might create a communication gap among the employees that can increase the number of conflicts. 


(Source: Ipsen et al., 2021)
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The practice in which the company makes all the employees feel equally involved in the processes and decision-making regardless of their religion, nationality, race, and background is known as diversity and inclusion in the workplace. The company works on supporting the employees in all areas of the workplace (Forbes et al., 2020). Flexible working also plays a crucial role in the promotion of diversity and inclusion in the workplace. Workplace flexibility allows the employee to decide their working time accordingly so that they can spend quality time with people that matter to them. In this way, flexible working arrangement encourages diversity and inclusion in the workplace (Arora, 2022). 
JD sports provide flexible working options to the employees so that they can select the most suitable shift for themselves. JD Sports believe that diverse teams are smarter and perform better as creativity increases. Also, after implementing flexible working arrangements, managers of JD sports observed that number of applicants is drastically increasing. Most of the applicants experienced flexible working at the time of the pandemic when the companies were not allowed to work from the office. After this, practice the demand for remote work has increased and companies are also supporting this because it is positively impacting the performance of employees (Forbes et al., 2020). The main focus of JS Sports is on providing an offer of flexible work to the existing and new employees. There are various policies that are generated by JD Sports in order to implement flexibility in the workplace. One of the flexible working policies generated by JD Sports is additional incentives for working for extra hours. The managers have monitored the productivity of employees before and after the flexible arrangement and it has been recognized that flexible work arrangement has increased the productivity of employees. Workplace flexibility will provide equal opportunities for all the employees and access to the same information (Arora, 2022). JD Sports promote diversity because it is linked with inclusion. Diversity can be created by providing flexible work arrangements to the employees of different categories including older workers, single parents, women, and people with physical disabilities. A flexible working arrangement allows people of different categories to work under the same roof (Ipsen et al., 2021). 
Role of HR in promoting diversity in JD Sports 
The key role of HR in JD Sports is leadership and management that develop and empower a diverse culture. The strategy that is used by the HR managers of JD Sports to promote diversity is creating communication channels. Managers believe that if they will stay connected to the employees and listen to them then an inclusive and diverse workplace can be created. The different ways that are used by managers of JD Sports to connect to their employees are focus groups, one-on-one meetings, and employee surveys. It is fact that recognizing the needs of the organization is helpful in promoting inclusion in the workplace. Diversity, Equity, Inclusion (DEI) is the most significant strategy which is used by most organizations with the purpose of increasing their productivity (Ng and Sears, 2020). The different ways used by HR managers to promote diversity are explained below:
Rewards and recognition- HR managers of JD Sports work on providing rewards and recognition to the employees who perform best irrespective of their age, class, gender, religion, and background. This strategy helps the company to motivate the employees that are performing better. Also, it helps in creating a competitive atmosphere at the workplace due to which other employees get motivated to perform better (Buengeler et al., 2018). 
Employee involvement- The strategy of employee involvement is also used by the HR managers of JD Sports to make the employees feel valued and respected. The HR managers of JD Sports involve the employee of the company in the decision-making process that promotes diversity and allow the company collects effective resolutions to the challenges (Ng and Sears, 2020).
Flexible working hours- JD Sports uses the strategy of providing flexible working hours to the employees so that they can maintain better work-life balance. The employees of JD Sports are allowed to choose the shift according to their suitability. This increases the overall productivity of the employee and improves diversity. Another benefit of providing a flexible work arrangement is that it is cost-efficient because the journey time of the individual is reduced in the remote working mode of a flexible working arrangement (Buengeler et al., 2018). 
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The unequal treatment of people based on sexuality, gender, race, religion, or appearance is known as occupational inequality. In many organizations, promotion is not provided to women because they are considered less productive than men. Apart from this, equal wages are not provided to the employees who are physically challenged even if the workload is similar to the other employees. Some researchers argue that flexible working arrangements of the companies are resulting in inequality in the workplace. Inequality also includes providing training to only one gender for a specific job role. For example, a women civil engineer will not be provided with the position of project manager in the field because people assume that women cannot easily handle tasks related to fieldwork (Riva and Russo, 2020).
Although, flexible working is considered a productive way of working but various issues are faced by employees regarding inequality. It has been observed that flexible working might lead to harder and longer working for many people. For example, if the company is providing permanent remote working on the demand of employees but some employees do not have that atmosphere at their home due to which they are stretching their shift. In this case, the company will not decrease the workload of those employees. Also, many employees suffer due to power cuts in their areas because of bad climatic conditions (Ewald et al., 2020). This directly impacts the performance of the employees. Therefore, if the company is allowing remote work, then it should ensure that the employees have the required facilities at their location such as Wi-Fi and a generator. Apart from this, the company demand high productivity from both men and women. This cannot be considered flexible because women have to invest time in childcare, domestic work, and office work as well. So, women cannot get the same atmosphere at home similar to the atmosphere in the office. So, it becomes difficult for women to work remotely. In order to control this issue, the company should release a policy in which remote work will be optional so employees can select the working arrangement as per their satisfaction (Riva and Russo, 2020).
Role of HR in identifying the concerns of inequality that might arise from flexible working 
The human resource manager plays a crucial role in identifying the concerns that are faced by employees. This case covers a discussion on the role of HR in identifying concerns of inequality that might arise due to flexible working. There are different ways that can be used by HR to identify the concerns of inequality (Kniffin et al., 2021). These are discussed below:
Feedback- Human resource manager of the company can collect feedback from the employees that will be helpful in identifying the problems that are faced by the employees. This strategy will help the HR manager in highlighting the issues and finding suitable resolutions for the problems faced by the employees. The most common issue faced by working women is that they have multiple responsibilities that are important to be fulfilled (Kniffin et al., 2021).
Interpersonal conversation- HR can also create interpersonal relationships with the employees that will be helpful in understanding their concerns. These conversations will also help the manager in identifying the true reason behind the current performance of the employee. In addition to this, HR managers should conduct group discussions frequently in which employees can discuss the factors that are impacting their performance (Hassan, 2016).
Quality check- The HR managers should monitor the performance of the employees based on the type of task provided to them and the quality of work submitted by them. For example, women who cannot perform the difficult task at home due to additional responsibilities can be provided with comparatively easier work. Apart from this, a scheme can be launched according to which the women with a child can take a required break and continue the work once the child is matured (Kniffin et al., 2021).
Laws and policies- HR managers can make an approach to generate a policy for the employees who are disabled or older. In many companies, fewer bonuses are provided to employees that are female, disabled, or older. The HR manager can take action for providing an equal bonus to every employee according to the Payment of Bonus Act (Hassan, 2016). 



[bookmark: _Toc112250977]CONCLUSION 
The report covers information about the different types of flexible working arrangements that are practised by the organization. This report is performed by focusing on the British retail company named JD Sports. Initially, the details of the company are provided and the meaning of flexible working is explained. In addition to this, the different forms of flexible working are explained that including flexitime, remote work, shift work, hybrid work, and part-time work. The advantages and disadvantages of flexible working arrangements are also identified. The report also covers discussion on two different cases of flexible working which the first case is in the favour of flexible working which is relevant to diversity in the workplace and the other case is against flexible working which is related to inequality in the workplace. In both cases, the role of HR is identified in positively turning the atmosphere of the workplace. 
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