Managing Human Resources

Flexibility in the workplace is a beneficial arrangement between the employer and employee, in which the parties agree on the conditions the work will be done, where and how. It is an actual opportunity for an employee to address one’s needs for work-life and organisational support of its efficiency and productivity. Kossek et al (2014), states that workplace flexibility can be approved as formally and officially by HR and through its policy as informally on the discretionary basis. In practice, workplace flexibility is managed through policies and practices of time governing, scheduling and location of work, through alternative work arrangements and HR policies concerning flextime, telework, leave and part-time contribution. Thus, part-time work is an organisational practice that allows flexibility to better use employees and promotes effectiveness and their work. It potentially reduces absenteeism as it offers more options for employees in managing their time, improves customer service and overall productivity of an organization.

In developing organisation’s workplace flexibility, it is useful to consider the types of flexibility most suitable for organisational context, such as flexible hours of work, time-in-lieu, telecommuting, part-time or job sharing. Thus, flexible hours of work mean than an individual can vary one’s start and finish times. Time-in-lieu include overtime hours of work approved to be compensated by time in lieu. These are the flexitime arrangements, where an employee works extra time over the generally established and this time is paid. Green et al (2015), states that in the recent time, telecommuting became an alternative way of accomplishing work tasks that technology such as smartphones and computers help to do. Including a variety of forms, telecommuting allows associates to avoid daily commutes for work, letting employees to work as independent freelancers or as a part of virtual team. At the same time, effective telecommuting requires such elements as the right work, the right associate, the right supervisor and the right top management support. In addition, an organisation can set telecommute positions only if they do not require face-to-face contact with clients or customers, do not involve direct management and facility management.

Organisations should understand as the main benefits from applying flexitime as some negative outcomes related to setting flexible working practices. Ashoush, Elsayed  and Younis  (2015), state that from organisational perspective, flexible working time has such advantages as low turnover rates, lower absenteeism, higher degree of loyalty and consequently, higher level of productivity. At the same time, the main disadvantages of flexible time refer to costs associated with the planning, coordination and implementation of such type of work, difficulties in supervision and lower productivity as the result of inability to track employee’s progress during work hours. From the personnel view, flexible working time is beneficial as individuals can achieve a balance between work and family, the level of overall satisfaction is higher and positive morale increases. The main disadvantages are associated with the fact that some employees can get upset from reintroduction of the so-called working time clock and in the long-term policies can affect their career development.

Over the last decade of huge changes in social and demographic spheres, in addition to the rise of technology, there has been also a great impact on the relationship between employer and employee, in particular on flexible working and work-life balance. Thus, internet has enabled many people to work from home being located in a different country and on the different continent. Thus, popular forms of flexible working such as part-time and job-sharing are being influenced by the changes in labor market demographics and national labor market. Thus, over last three years, it has been revealed that flexible working arrangements increase with the establishment size, the public and third sector companies offer larger number of flexible working condition. 
Changes have also appeared in such types of flexible working practices as job-sharing with the increase of use of flexitime (Broughton, 2015). What is important is that employers became more positive about flexible working arrangements and work-life balance recognising business benefits that these conditions bring. 

Discrimination means that certain individual receives a worse treatment or has fewer advantages than others. In the workplace environment, such inappropriate treatment refers to the unlawful actions of the employer, who takes adverse management against a person because of such attributes as race, colour, sex and sexual preference, age, physical or mental disability, marital status, religion, political opinion or social origin. Thus, distinctions base on race or colour are largely rooted in social and economic factors, however, are prohibited in various international labour standards. Sex discrimination includes distinct treatment of an employee based on one’s biological characteristics and functions that distinguish men and women. Here, discrimination based on sex usually lead to sexual harassment and may include any inputs or inappropriate remarks, condescending attitude or unwelcome invitation. Another type of discrimination refers to religious and includes distinctions made on the basis of expression of religious beliefs. Discrimination usually occurs in recruitment, paid holidays, maternity protection, job assignments, training opportunities and thus social security (Eliminating discrimination in the workplace, 2016).

Many international and domestic organisations monitor the situation with workplace discrimination, establishing rules and laws that protect employees from unequal treatment. Thus, European non-discrimination law prohibits discrimination across the range of contexts (Handbook on European non-discrimination law, 2010). In the U.S. there are laws that combat discrimination, in particular those, which protect employees from the unlawful sex-based wage discrimination (Feder & Collins, 2016). The UK protects employment relations with several laws and acts. In particular, workplace discrimination is eliminated by Sex Discrimination Act 1975, which prohibits discrimination on grounds of sex and marital status. Equality Act 1996 imposes a positive duty on public authorities not to discriminate on the grounds of sex and promotes equal opportunities. Race Relations Act 1976 outlaws discrimination on racial grounds. The Disabled Persons Act 1944 requires employers to hire a quota of three per cent of people registered as disabled individuals (Barnard, n.d.).

As the world has been changed under technological advances and shifts in demography, profit and non-profit organisations have recognised the need to become more diversified to remain competitive. For that purpose, managing equal opportunities to all employees and managing diversity has become a significant organisational challenge, requiring employers to adapt to accommodate a multicultural work environment. Despite the challenges to managing equal opportunities and diversity, such as inability to recognise the value of differences, combating discrimination and inability to promote inclusiveness, the positive outcomes of diversity in the workplace became more noticeable. They are connected to increase of marketing opportunities, recruitment and creativity (Green, 2015). To some companies diversity is embedded in their brands since it the attempt to respond to the needs of customers. Managing equal opportunities and diversity promotes long-term strategic approach and help companies to define their role in the global marketplace (Llopis, 2014).
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