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Business organisations capitalise on various types of strategies from time to time taking into account the external environmental changes (Fisher and Ryan. 2021). The demand for flexible working has increased hugely amid the pandemic. It has enhanced workplace productivity and competitiveness for many organisations and affected diversity and inclusion (Amirul et al., 2021).  However, it has also created equality in the workplace. JP BODEN & CO. LIMITED has been selected for this report. This report will present flexible working connected to diversity and inclusion and the role of the HR division in this regard. It will also cover how flexible working is associated with inequality and the role of the HR division by making cases. 
[bookmark: _Toc98802317]Flexible working in relation to diversity and inclusion
The term flexible working indicates the working arrangement permit the employees to vary the location, timing or amount of the work and provides benefits for both the companies and the employees. Thus, flexible working creates a win-win situation for both of them (Strack et al., 2021). On the other hand, the term diversity includes the presence of the differences of people of different social status, age, race, gender, culture etc. An organisation with employees from different backgrounds or more diverse is more tolerant, productive and welcoming than any organisation that does not follow the diversity and inclusion practice (Chung et al., 2021).  
When an organisation offers flexible working arrangements can bring diversity and inclusion to the workplace. The reason is that when the company provides flexibility to work from any place or any time it can recruit employees of different cultures, ages, races, gender that provide productivity (Kossek and Lee, 2021). It has been found it is difficult for the parents to balance the family life and the professional life when they have to work from morning to evening at a physical office as they cannot nurture their children well during that period. As a result, either father or mother of a family has to leave jobs in many countries being concerned about their family members. But when they get the flexibility they can easily manage their office work stay at home and manage the family more effectively. Research demonstrates 87% of the employees say they would like to do flexible working. It can even motivate them more than any type of financial incentive given by employers. In another survey, it has been shown that 80% of respondents said between two similar types of job offers they would not accept the offer that does not have the flexible working condition (Partridge, 2021). 
And most of the younger generation employees give it a top priority. This flexible working is also beneficial for organisations to maximise productivity and enhance competitiveness (Moalusi, 2021). For example, under flexible working arrangements, a UK based company such as JP BODEN & CO. LIMITED can manage their jobs by an African residing employee at a lower cost online without bringing him/her to the UK. At the same time, it can allow offering jobs to disabled employees who feel difficulty moving to the office. Thus, it enables to reduce the skill gaps (Kossek and Lee, 2021). So, flexible working helps this retailer to hire employees of different backgrounds, manage the work more effectively at a lower cost.  
In another research, it has been demonstrated that diverse teams are not only smarter but also creates a little bit of discomfort that encourages the team to show better performance (Moalusi, 2021). In addition to this, a diverse team can minimise groupthink to a greater extent. Besides, it is said homogeneity is recognised as the enemy of creativity.  
The above analysis shows that flexible working arrangement helps to diversity and inclusion increases cost-effectiveness, reduce the skill gaps by adding more qualified employees from different backgrounds and enhance competitiveness. 
[bookmark: _Toc98802318]Role of Human Resources in promoting diversity and inclusion through flexible working
One of the key roles of the human resources team is to recruit and hire the right employees with the right skills and experiences. When it comes to flexible working the HR manager can hire employees from anywhere in the world where they get the most skilled and experienced employees at the lowest possible cost (Waddington and Bell, 2021).  JP BODEN & CO. LIMITED has shown that during the covid-19 in 2029 it recruited over 196 staff in which 36% of them are aged between 23 to 45 years including male or female from different countries such as India, Pakistan, Nigeria, Ghana etc. and 24% are white and 69% are male (Boden.co.uk, 2022). This retailer offered them the opportunity to work from home in their convenient time schedules. And through this strategy, this company has been successful to exploit the cheap labour of these countries and promote diversity and inclusion (Amirul et al., 2021). 
In addition to this, often organisations engage in job sharing in which two people work on a part-time basis to perform full-time work. When there is a skill shortage the HR manager of JP BODEN & CO. LIMITED performs its full-time duties by the international students from such as African and Asian countries hiring them for a part-time basis and treating them equally (Waddington and Bell, 2021). Thus, it takes advantage of employee diversity and promotes diversity and inclusion effectively. 
The HR professionals of JP BODEN & CO. LIMITED use various types of sophisticated online tools such as performance management software, learning management software applicant tracking software etc. to monitor the performance of the existing and prospective employees within the HR process and can know the racial profile and measure their progress from time to time (Boden.co.uk, 2022). And thus, it recruits the right candidates and manages the existing employees of diverse backgrounds more effectively (Ilma et al., 2022). 
JP BODEN & CO. LIMITED's operations are not just confined to the UK. It has also been sourcing clothing from Bangladesh and China and exporting it to the United States, Japan, Canada, Germany etc. To manage its operations in these countries the HR manager of this retailer has recruited over a hundred staff on a part-time and full-time basis. In addition to this, it has been operating its many night shifts online retail management deities through the employees located in Asia (Chung et al., 2021). Thus it has been promoting diversity and inclusion. 
The HR professionals of JP BODEN & CO. LIMITED offer online training to its employees through Zoom application to a diverse number of employees (Boden.co.uk, 2022). In addition to these, they also provide career planning information to the students doing part-time jobs. Thus, the HR team of this retail enables the staff of different backgrounds to learn new skills and gain experiences to develop long-term careers. 
The HR manager of JP BODEN & CO. LIMITED makes sure that every employee whether they are doing the part-time or full-time job at home or office at different locations get sufficient pay and other benefits based on the legal and ethical grounds by offering 10% of the minimum average wages and praise them for exceptional performance regardless of the social status, age, sex, religious beliefs (Boden.co.uk, 2022).  As a result, employees or staffs from different backgrounds feel motivated to work harder and thus the HR professionals of JP BODEN & CO. LIMITED plays a significant role to promote diversity and inclusion from time to time (Merdan and Karadal, 2022). 
[bookmark: _Toc98802319]Flexible working in relation to inequality
Though it is assumed flexible working is effective for reducing equality at the workplace, the scenario has changed significantly. It has been found flexible working has increased inequality and one of them is gender inequality (Franco et al., 2021).  For example, people such as women with caring responsibilities or disabilities have to stay at home while others intend to go to their offices. In this case, it has been found those who will remain home will look like they are not much committed to their jobs and they will not able to maintain strong relationships with their managers and colleagues and others who will give them promotions. An employee in a hospitality firm named Jane who was able to finish her work staying at home and she was sent to remote working for a week and found that her flexible working has scuppered her promotion in the job though she was sure she did her job very well. However, for many, it was assumed working at an office is far better where it does not matter how one performs (Ilma et al., 2022). 
In another scenario, it has been found that an employee named Siobhan at a small company in which she worked from home amid the pandemic because of not having childcare facilities available. She noticed that a portion of her responsibilities have been removed that she felt that she was demoted though it was not the reflection of the quality of her work and she did the work without getting much support. So, again the second case it has been found that women have been treated unequally without taking into account their performance because of flexible working or working at home or remote part, not being from the office (Partridge, 2021). 
The above scenarios are not uncommon in JP BODEN & CO. LIMITED. This retailer shows that it has almost 1063 employees in different locations. Amid the pandemic, the demand for flexible working has increased creating a new trend permanently in which many of its staffs would like to work staying at home or remote areas in some jobs. JP BODEN & CO. LIMITED has responded positively. It has allowed a portion of its employee to work staying at home. Besides, to fulfil different other positions, it has hired employees for both the part-time and full-time basis and allowed them to work from both home and office and change their work schedule. And as this retailer has been using the Connecteam, a scheduling app, it has been convenient for many of its staff to change the work schedule conveniently from time to time and do work from both home or remote areas or at the office (Boden.co.uk, 2022). But as many staffs have worked staying at home, it created many of their colleagues who have been working at the office negative as they some of them said that employees who have been working in the home or other areas rather than office are not much committed and passionate for the organisation (Bonacini et al., 2021). So, employees mainly the female who worked at home felt unrecognised for their contribution to the organisation. 
[bookmark: _Toc98802320]Roles of Human Resources in addressing the concerns of inequality
Human resource is a significant division in any organisation to manage employees fruitfully and lead them to success. But if the issue called inequality arises in the organisation when it comes to flexible working it has adverse impacts on the smooth functioning and can damage the organisational productivity hugely (Mathur, 2020). Therefore, human resources have to play a pivotal role in this situation. 
The HR team of JP BODEN & CO. LIMITED has created flexible working to give employees more options to work. This retailer has been giving various flexible options that include flexible time or location and amount of work. So, the employees of this organisation can work based on their work schedule or conveniences from either home or office or anywhere in the world. As already stated the HR team of this retailer has been adopting a flexible working schedule app called Connecteam (Koekemoer et al., 2021). This team also encourages the employees to choose a specific schedule for their work and performs their duties accordingly in different retail stores at different locations. 
One of the key roles of the HR department of JP BODEN & CO. LIMITED is to appraise the performance of the employees whether they work at home or the office. In this case to assess their performance at home or at remote areas the HR team of this retailer can use Trello or Asana software for the marketing-related projects of this retailer. The HR team of this retailer can send employees working at home specific tasks and assess their performance from time and time and their progress and get a notification once any specific work is accomplished (Dunatchik et al., 2021). So, the HR team can determine the productivity level of each employee in each day or week or month and can compare with other employees. 
The HR team is also responsible for employee training and making everyone in the organisation aware of the flexible working. They can raise awareness to each employee and the management team regarding the significance of flexible working so that nobody debases the employees such as women who have been working from home or other remote areas (Cotofan et al., 2021).
The HR manager is also responsible for offering promotions to employees. As flexible working is advantageous for both the organisation and employees the HR manager of JP BODEN & CO. LIMITED needs to take it seriously and develop a cultural model within the business. He has to treat every employee whether they work at home or office equally in giving promotion and should be encouraged in the board without considering whether the employee is male or female. He should also be aware of every one of the equality act 2010 that suggests everyone be treated equally in the organisation regardless of their gender (Fisher and Ryan, 2021). 
[bookmark: _Toc98802321]Conclusion
This report highlights at first a case that shows the positive aspects of flexible working and it shows that diversity and inclusion are related with it. It shows that JP BODEN & CO. LIMITED can enhance diversity and inclusion through flexible working and can enhance cost-effectiveness and competitiveness and productivity. In this using flexible working HR division can promote diversity and inclusion (Fisher and Ryan, 2021). However, the second shows that during the pandemic flexible working has brought gender inequality in the organisation. In this regard, the HR division can address the concern of equality effectively by treating everyone equally through their performance and raising awareness regarding the significance of flexible working. Therefore, it can be stated that the HR manager and other professionals of JP BODEN & CO. LIMITED should work rationally and play their roles effectively to promote diversity and inclusion and minimise inequality by exploiting flexible working. 
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