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Executive summary
The report is based on flexible working and its positive and negative impacts on a chosen organization which is a retail store situated in the UK. The report has aimed to deliver an effective discussion regarding the chosen topic which can help the organization to successfully implement the specific process in their workplace.  
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[bookmark: _f0xg3t8z0qqn][bookmark: _Toc99985376][bookmark: _Toc99985465]Introduction 
The demand for flexible working is increasing rapidly day by day. People are demanding to work remotely or from home, all the week or few are demanding to work remotely as a part of the entire week. This report paper has aimed to discuss the needs and importance of flexible working in a chosen organization which is farm foods. The company is a retail company that has aimed to implement flexible working in their workplace. The organization practices flexible working in their workplace and aims to provide the employees a greater satisfaction during their work. This report can successfully provide the importance of "flexible working" in relation to inclusion and diversity along with "flexible working" in relation to inequality in the workplace. Furthermore, the paper can also provide an analysis regarding the role of the "human resource" in inscribing the "concerns of inequality" which can arise from "flexible working".     
[bookmark: _5065nlnb0h3s][bookmark: _Toc99985377][bookmark: _Toc99985466]Flexible working in relation to inclusion and diversity
The traditional and static "employment contract" is under threat because of the needs of the people, changing attitudes, and technology. The working arrangements are required to be "more dynamic" if the employers are to retain and attract the most improved performances and the best multiple talents. 
“Required time to utilize this”- The company farm foods has adopted the practices of flexible working in their work to improve their employers' satisfaction and provide them comfort while performing their work. The company has adopted this as it can provide more options to the company. This can improve the motivation, performance, and well-being of the employees in the workplace in order to reduce staff turnovers and sick leaves of the employees. Furthermore, by simply supporting and providing more trusted and dynamic working arrangements, advantages of this can impact each and every employee in the workplace (Williamson et al. 2020). Moreover, this can also increase the "talent pool" for those people who never wish to perform their work during standard hours inside the office. 
“Things it can offer to the company"- The process effectively offers flexible "start or end times" with agreed specified hours where the employees are required to stay inside the office, this helps to reduce the negativity which comes from absenteeism. This can allow the company to draft a policy that promotes "work from home" and can encourage the other employees with its proper use (Naoum et al. 2020). Time events can be adjusted with this process, considering times that can be tricky for employees with other specific responsibilities. Jobs can be advertised as part-time, job shares, flexible, and "state hours of work" and hence, their job advertisements can be considered as wider reach for recruitment. The various patterns of the workings can be taken into account as few of them work in a better pattern later on, or some perform after the gym or whenever the employees feel comfortable in performing their work, this is how the process effectively works with the needs of the business. Moreover, the company has a transparent and clear approach to practicing flexible working. 
“Watch outs of the process”- The Company needs to watch out for a few things before adopting flexible working permanently in their workplaces. The company should never communicate the opportunities of the process of flexible working to every person, it needs to be assured that “it is not only directed to those people who have a more visible need” (Carruthers 2019). The “importance of trust” in the process of “flexible working arrangements" impacts effectively the "wider team" and the managers. The process also offers an effective career that can also be flexible to the entire team. Every employee is allowed to ask for "flexible working after 26" along with the term time, part-time, job sharing and compressed hours can be prepared accurately. Training and empowering managers to create decisions on "flexible working" makes and requests the company take more innovative decisions. 
“Long term ideas"- The process can encourage the people in order to share how they perform their work along with why they work for them as well for the business also. It also allows the employees to suggest their "job shares” with the other respective workers. The company can get an assurance that all the technologies and systems are efficient and set up for working from different locations and during different working hours. 
“Diversity based on the organization's view”- At farm foods, they have gathered knowledge from some research that when the teams are "made up of more diverse backgrounds", they not only become smarter but the "bit of discomfort" can help the teams in order to stay away and perform a better from the possible group thinks. The largest partiality of the "human brain" is the distance bias and hence, the company believes that the things that are closer in time or space are far better than those that are further away (Birindelli et al. 2019). When the idea of hiring any new employee who is further away can seem "a little threatening at first", the first which should be considered is how their diverse background of them can add a "fresh perspective" to the team. According to the company farm foods, “flexibility makes room for diversity”.          
[bookmark: _bihia0n305pl][bookmark: _Toc99985378][bookmark: _Toc99985467]Describing the role of human resources in encouraging inclusion and diversity 
Promoting inclusion and diversity in the workplace has been the most effective job of the managers of the human resource and they must perform it in a smoother and in better way (Tridico and Pariboni 2018). The professionals of HR play a critical role in assuring the company whiles it hires any workforce with all diverse employees when developing the company's culture where all the members of the workforce are appreciated and respected. Therefore, the more diverse the nation becomes, the more organizations reflect the prosperity of the diversity (Singh 2019). The other business along with the consumers increasingly demands to associate with the companies which survive in order to respect every person, not only some few specific people. For the professionals of HR, learning to encourage inclusion and diversity within the workplace can be demonstrated as the key to a "successful career". This is "central to students education" within a "masters program in human resource management", that involves "taking on a lead role in business ethics for the organization".
“HR as partners of diversity and inclusion"- The function of HR has a unique effect on the organization's farm foods and must assure "effective strategies permeate" into each and every component of the management of the people. This must be apparent in the practices of hiring, creating "neuro inclusive recruiters" such as people who understand the advantages as well as the importance of recruiting the "neurodivergent individuals" in order to strengthen the pool of talent upon the candidates who are neurotypical. 
Neuro diversity is generally considered a form of the "competitive advantage in the war on talent", and the enlarging companies are increasing the recruitment process in order to assure an equal opportunity for the job applicants. Recognition programs, rewards as well as employee onboardings, are the other ways to achieve a perception of the unique needs of the employees and also can benefit their productivity as well as performance (Kuknor and Bhattacharya 2020). Furthermore, from a view of "risk management", building the knowledge of inclusion and diversity is critical for serving in preventing financial and reputational damage caused by the "equality legislation breaches". Often, the training of "Unconscious bias (UB)" is visualized with fear, and there comes the risk of the "unwanted effects' ' if the interventions are managed poorly. However, the main motive of the "UB awareness" is to teach the employees according to the discriminatory and prejudicial behavior’s consequences and the effect on the company and their individuals.   
“Inclusion and diversity for compliance success”- The company farm foods is a retail company that sells groceries, bread mils, chilled foods, vegetables, fresh fruits, and more things like this. The company has a broad number of employees and for their comfort and satisfaction, the company is now adopting flexible working in their workplace. Therefore, the effective strategies of “inclusion and diversity” contribute to larger options to “sound corporate governance”. Based on the views of Harvey, (2019), the process demonstrates the employees' dedication to equity and fair treatment, it doesn't matter which group they are representing. Furthermore, this can also strengthen the strategies of risk management by promoting and encouraging various kinds of employees into "key decision-making positions", by shaping a "culture of transparency". In addition, this can be said to be the key role of the HR leaders to improve the objective of the "decision making" process by convincing inventive ways to address the bias of the workplaces and promote inclusive environments that can provide multiple opportunities to all the employees.              
[bookmark: _mpwor2w2900q][bookmark: _Toc99985379][bookmark: _Toc99985468]Flexible working in relation to inequality 
The company farm foods, which are a retail company in the UK, have aimed to implement successful wellness in their workplace by doing the practices of flexible working in relation to inequality. There are multiple issues that impact the employees differently relying on their genders. One among all those issues is the flexible workings. Almost most of the employees of the company demand flexible work like "working part-time, from home or having compressed hours" (Swartz 2019). However, having proper control over the work timing is likely to affect the women as they look for jobs that allow a "combining work with caring responsibilities". Increasing the flexible job availability can allow a more number of women to perform their respective jobs after having children also. Moreover, at a similar time and a critical topic where the company has also focused is "Equal Pay Day", flexible working can also punish women as "employers disproportionately reward people who work long hours" (Pearce et al. 2019). The specific solution is not only to stop "flexible working" but to also help in order to make it common among both the women as well as men. 
It can be said that in the upcoming days, “flexible working” can become the new normal instead of the expectations for multiple jobs. As per the views of Beigi et al. (2018), the specific question which addresses the multiple issues is to examine the “concerns the gender discrepancies” within the flexible working outcomes for the deflection of the workers and labor "work-life balance". "Flexibility working" can be utilized as a "positive capability spanning resource" which is useful for the workers and especially for the women in order to adapt their "work to family demands" (Héliot et al. 2020). The company farm foods have seen that "flexible working" allows the mothers to work even after childbirth also and also they can have the ability to manage their work timings. This capacity can increase the satisfaction of the women also with "work-life balance" by allowing the women to tackle both. According to this sense, "flexible working" can become an effective tool for further enhancing gender equality in the comity as well as in their organization also (Beatty et al. 2019). Furthermore, because of the pre-existing views of the society on the roles of the gender and the "gender normative views," the society have towards the roles and responsibilities of women and men, "flexible working" can possibly traditionalize the roles of the gender in the market of the labor as well as in the household. Based on the views of the company farm foods, men are generally expected to use “flexible working” to enhance their performance and increase their working hours and are further rewarded with more incentives (Farmfoods 2022). On the other hand, women are generally expected to grow their responsibilities in the family while working flexibly, which can also increase their "work-family conflict" but are not rewarded like men because of the multiple expectations.               
[bookmark: _7s8ns5tj8j3m][bookmark: _Toc99985380][bookmark: _Toc99985469]Analyzing the role of human resources while addressing the inequality concerns which can arise from the flexible working 
The HR professionals, as well as the HR in the company, play an effective role in "making the flexibility of jobs more common at the hiring stage". However, while practicing the new normal in their work environment, the company farm foods have noticed multiple issues that may arise with flexible working. In the present context of the pandemic, "working from home (WFM)" received huge importance from a large number of employees (Shore 2018). The process received a large amount of demand as the employees can then perform their work whenever they feel comfortable. The "gender inequality" in the workplace organization is a compound phenomenon that can be seen in the structure practices and processes of the organization. Moreover, for women, few of the biggest "harmful gender inequalities" are approved within the "human resources practices". This has arisen because the practices of HR affect the training, promotion, pay, and hiring of women (Chung et al. 2021). Therefore, to resolve these kinds of situations the company farm foods proposed a “model of gender discrimination” in HR which highlights the gender inequalities reciprocal nature within their organization. 
The company farms foods have suggested that the "gender discrimination" in HR, is related to the decision makings and also the acting of the practices of HR have been stemmed from the "gender inequalities" in wider organizational practices, structures, and processes. As per the views of Chung, (2019), this involves structure, strategy, culture, the climate of the organization, leadership, and as well as practices of the HR. Furthermore, it can be said that the decision-makers of the organization, "levels of sexism" can impact their probability of making the "gender biassed HR-related decisions". More importantly, the "institutional discriminations" in the organization's practices, processes, and structures play a "pre-eminent role" as not only do they affect the practices of the HR but they also can deliver a "socializing context" for the decision-makers of the organization, benevolent sexism, and hostile levels. Based on the views of the company, although they draw the "gender inequality" as a "self-reinforcing system" which can conserve discrimination, the critical levers for lowering decimation are pointed (Farmfoods 2022). Moreover, this can be said that it is the key of HR to figure out all the concerns of the inequality which have been raised for flexible working and therefore the company has focused on the HR practices as then it can figure out the problems and deliver more modules like this to resolve the issues.              
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The above report has a detailed discussion regarding the process of flexible working and its impact on the employees of farm food. The company farm foods are a software company that provides expert solutions, enterprise software, and standards qualities around the "trusted technology ecosystems". The employees of the company are seen to have an increasing demand for flexible working and hence, the company has implemented the practice of flexible working in their workplace. Therefore, while implementing the process the company observed its multiple benefits as well as some disadvantages also which have been discussed briefly in the above report. The company has also shared the roles of HR while encouraging diversity and inclusion and also while addressing the issues rose for flexible working that can affect flexible working effectively.   
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