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[bookmark: _hzms0pfp9g2t][bookmark: _Toc102490667]Introduction
The sudden emergence of the Covid-19 pandemic has brought a standstill to the business world inducing a paradigm shift in the nature of human resource management in most of the organisations. According to the survey of ACAS in 2021, around 55% of the employees are in favour of the concept of flexible working such as the opportunity to work from home or remote working which has been the prime change that the pandemic has induced. In a broader sense flexible working refers to the process of working by understanding the need of the employees in terms of time and workloads (Neil and Policy, 2021). The aim of this report is to present the relation of the concept of flexible working with the concept of diversity and inclusion and the barriers to implementing workplace flexibility which may induce inequality in the workplace. 
[bookmark: _nfu1k59zef2z][bookmark: _Toc102490668]“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”
[bookmark: _2on28jxqjdva][bookmark: _Toc102490669]“The concept of flexibility in relation to diversity and inclusion”
The concept of flexible working could be implemented in two prime criteria that are flexible in time management and sharing the workloads. Flexibility in time management refers to the company providing an opportunity to the employees to manage their obligatory working hours as per their interests and convenience. Examples of this kind of time management flexibility are the fixed variable schedule and floating schedule and the self-management of the holidays. On the other hand, the flexibility of sharing workloads refers to the process of ob sharing, doing the objective-based job and distance working. According to a survey, providing flexibility in the workplace has helped employees to increase their productivity by around 77% which is ultimately associated with the betterment of the overall organisational performance. Diversity in the workplace refers to the process of understanding and recognising individual differences on the basis of different sets of perspectives, religious and cultural distinctions and different life experiences (Naoum et al., 2020). On the other hand, according to the concept of Global diversity practices, inclusion refers to the process of welcoming and accepting the individuals from the diversified backgrounds that helps the organisation to facilitate and integrate diversified information. According to the survey of the global diversity practices of the retail organisations, diversification and inclusion have helped the organisation to boost their employee performance up to 86% in comparison to the monocentric workplace cultures (Kirton, 2020).
Implementing diversity and inclusion in the workplace is not limited to the number of people working in a section from different backgrounds and cultures but also the interpretation of the workplace as a part of society. Flexibility in working can be a significant component in integrating inclusion and diversity in order to reduce the inequality in workplaces which are prevalent in the retail organisations of the country. These affecting factors are mostly induced by the outbreak of the Covid-19 pandemic or rather the pandemic has helped them to bring forward the perspectives of societal concern. Some of these affecting factors are structural racism, loss of the job that sustains a family, restriction in performance-related pay; age, gender, physical and psychological disabilities of the individual and the rise of the 'gig work'. The coronavirus pandemic has generated a collected shift towards the flexibility of work that addresses the need for diversity and inclusion in the workplace (Smith et al., 2019). The procedure for addressing workplace diversity and equality and inclusion through flexible working is as follows.
Creation of new opportunities: Flexibility in choosing the workplace such as the retail stores, headquarters and remote working modes are addressing the opportunities for expanded virtual integral collaboration in the workplace. If the organisation provides the opportunity of remote working, the organisation can hire employees from any part of the globe helps them effectively create a diversified and inclusive workforce without relay providing training for it (Dashper and Finkel, 2020). 
Recognising potential talents:Recognising the talents and representing the employees in the organisation is the most important aspect of promoting diversity and inclusion in the workplace. Identification of the talents helps the organisation to submerge the talents and provide them with the flexibility in job sharing or making their own schedules which address the work-life balance of the employees that helps them in increasing the overall productivity of the workforce (Cook et al., 2021). 
Representation of organisational goals and objectives: Connecting the job-related tasks with the organisational objectives help the organisation to boost the managers and employee relationships which is one of the prime criteria for promoting diversity and inclusion. Flexibility is a contributing factor that assists in building trust and collaboration among managers and employees (Smith et al., 2019). 
Implementation of employee resource groups: Employee resource groups refer to the voluntary groups that help in addressing the needs of the shared interests and identities which would be associated with collecting critical insights the society. The members of the groups are encouraged to participate in the organisational activities voluntarily to provide solutions and recommendations for the organisational benefits that make the opinions of the employees more considerate towards the concept of diversified and inclusive organisational culture (Magrizos and Roumpi, 2020). 
Creating developmental opportunities: Offering career advancement opportunities and high-income facilities on the basis of the talent and productivity of the employees would positively affect the retention level of the workforce within the organisation through a welcoming and productive organisational culture (Kirton, 2020). 
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Diversity and inclusion are a part of corporate responsibility and human resource managers have an immense role in contributing to it. The role of HR in promoting diversity and inclusion through flexible working is as follows.
Promoting neurodiversity: Neurodiversity refers to the process of hiring, recruiting and training people with neurocognitive disabilities. The neurodiverse people, according to the study, are often identified as having specific talents in a particular area and associating the neurodiverse people would help the organisation to promote a culture of diversity and inclusion. However, it is important to provide flexibility to people with neurocognitive disorders in terms of time and place management, thus the concept of flexibility to promote inclusion is aptly addressed by human resource management (Neil and Policy, 2021). 
Reducing unconscious biases: Unconscious biases are the main hindrance in promoting inclusion and diversification. Casual ageism, racism and sexism are the most prevailing instances that are identified as a part of the unconscious biases. Providing flexibility is an important aspect that helps the organisation to judge a person in terms of productivity and not the cultural or ethnic backgrounds that tend to be the foremost step towards diversity and inclusion. Human resource management is responsible for describing the job position and not a person who might be suitable for the position (Kirton, 2020). 
Eliminating “silo” mentality: Silo mentality refers to the reluctance of the organisation to share necessary information with the employees. This kind of mentality has an adverse effect on the context of employee engagement as it hampers the relationship between the employee and the organisation. The concept of diversity and inclusion through flexible working is efficiently based on organisational transparency and mutual understanding between the workforce and their managers and silo mentality damages these relationships. Human resource management is responsible for eliminating the silo mentality which is a hindrance to promoting diversity and inclusive organisational culture (Sanders and Karmowska, 2020).
Effective compliance function: The HR leaders are needed to effectively comply with the legal and internal obligations of the workforce as per the social, cultural and familial background and responsibility of the workers. Flexibility provides workers to manage their work as well as household responsibilities and the human resource managers are responsible for promoting a diversified culture through workplace flexibility (Magrizos and Roumpi, 2020). 
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According to the legislative authority of the UK, there are various kinds of working flexibility to be provided to the employees on the basis of their psychological, physical disabilities and other domestic responsibilities. These facilities of flexible working are: "job sharing", " working from home", "part-time", " compressed hours", "flex time", " staggered time" and "phased retirement". However, according to a study, around 53% of the managers have the responsibility to provide opportunities for flexible working and more than 60% of the employees do not feel comfortable asking for these opportunities due to the formal decision-making powers of the managers (Smyth et al., 2021). According to the same study that consists of the questions regarding gender biases, physical and mental disabilities and people with domestic responsibilities such as parenting or caring are to get more access to the opportunity of flexible work creates a workplace inequality among the employees of an organisation. 
Gender-based conflicts in flexible working: In the context of equality in the workplace, although most of the employees in the country prefer flexibility, they are not comfortable asking for one due to the stigma attached to the concept of flexibility. The women are more associated with the stigma as in most cases the women need to return back to their domestic responsibilities thus creating an instance of inequality in the workplace. Due to this stereotyped social culture, the organisations prefer men over women as they are more accessible to work as per the criteria of the organisation itself rather than asking for flexibility (Chung et al., 2021). 
Inequality in addressing the need of people with neurocognitive disabilities: People with neurocognitive disorders are required to have flexible working opportunities such as compressed working schedules and part-time working criteria as they need to put effort into their social and physical well-being ostentatiously more than the normal people in a workplace. Thus this kind of flexible working criteria induces inequality as in most cases the organisations reward the employees on the basis of overtime which is how long they are working than the obligatory working hours. In the retail industry, this practice is more prevalent, as most workers are extrinsically motivated by individual performance-related pay which is not beneficial for the people with physical or psychological disabilities and the organisations create inequality unconsciously within a workplace culture (Chung et al., 2020). 
Discrepancies in work arrangements: Another important aspect of promoting inequality through flexible working is that the organisation does not clearly mention for which purpose the opportunity of flexible working is being given or what are the roles and responsibilities of the employee who is having the scope of obtaining flexible working. In most cases, the concept of flexibility is limited to "work from home spill over" in the post-pandemic situation and employees are expected to work within the working time autonomy and the employer oriented working hours rather than the employee having the liability to choose the flex time that he or she needs. Other kinds of discrepancy have been noticed in supporting the "family-friendly goals" with the "productivity enhancement goals" which creates a clash between the concept of flex time and the time and schedule control of the employees by the organisation itself (Lott, 2020). 
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The role of a human resource manager in reducing the instances of inequality is as follows.
Employer accreditation programme: The prime hindrance in promoting flexible working in is the stereotyped and restricted concerns of flexibility and its relation to time management, silo mentality and unconscious biases. In order to provide a good comprehension of the concept of flexible working, the HR manager of an organisation needs to create an employer accreditation programme that supports the concept of workplace flexibility and clarifies the duties, responsibilities and other necessary aspects that are available for the potential workers. With the employee accreditation programme, the organisation would be able to provide a clear concept of flexible working and the organisational expectation from the employees (Cook et al., 2022). 
Developing management capacity: In order to provide the necessary flexibility, HR managers are needed to build effective management capacity. Sufficient information technology resources to support the procedure of remote working should be provided cost-effectively to the employees to maximise the potential productivity of the workforce in a remote and virtual scenario (Lott, 2020). 
Default flexible working: According to the aforesaid discussion, in most cases, the employees feel uncomfortable asking for flexibility in order to grab a job opportunity which not only limits productivity but also hampers the management-employee communication at its first stage. Thus, the HR of the organisation needs to implement the flexible working criteria in the job advertisement, however, the types of flexibility that the individual needs are to be addressed by assessing the potential of the employees in the screening or hiring process (Chung et al., 2020). 
Prioritising quality over quantity: In most cases, the leaders and the managers in the retail organisation prefer quality over quantity in terms of working. For example, individual performance-related pay, and individual bonuses are prioritised for the practice of overtime which is not possible for persons with certain kinds of disabilities and people having domestic responsibilities which is an example of workplace inequality that is generally neglected in workplace scenarios (Sanders and Karmowska, 2020). Thus, the human resource management is responsible for prioritising the quality of the work rather than the quantity within the obligatory time period of the work. If the organisation needs to implement performance related pay, it can opt for team performance in an inclusive scenario where the members of the team can have an equal share of the responsibility and time frame to work. 
Developing an action plan to support hybrid working: The development of an action plan supporting hybrid work refers to the process of including greater transparency in the working patterns of the organisation and providing equal opportunity to the workers irrespective of their gender, age, or cultural background, familial responsibilities or sexuality. The organisation should address the requirements of the parliamentary opinions of the UK government on flexible working and create a definite pattern to make the workforce adaptable to inclusive practices (Soga et al., 2022). Lastly, the managers are needed to be trained to implement hybrid working through effective communication, collaboration and technological reliance. 
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In conclusion, the report has presented a brief discussion on the concept of flexible working patterns in relation to a retail organisation in the UK that supports around one thousand employees. The report has focused on two particular aspects which are the implementation of diversity and inclusion of flexible working and instances of inequality characterised by workplace flexibility from the perspective of human resource management. According to this report, flexibility acts as a prime component of introducing diversity and inclusion although misinterpretation of the flexibility of the workplace may lead to inequality and unwanted discrimination in the organisational scenario. Thus, in order to create a balance in the workplace, human resource management has the prime role to play towards a diversified, flexible yet inclusive organisational culture.
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